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ABSTRACT 
This study explored the relationship between Cross-cultural (CC) PsyCap and Cultural 
Intelligence (CQ) amongst expatriates.  The literature review revealed preliminary 
relationships between the two constructs and illuminated the need to broaden and 
extend current research to expatriates specifically.  The study followed a quantitative 
research design in the form of non-experimental, cross-sectional research using 
convenience and snowball sampling.  A composite questionnaire comprising the CC 
PsyCap scale and Cultural Intelligence Scale (CQS) was used to measure CC PsyCap 
and CQ levels.  This self-report measure was distributed via various social media 
platforms (N=102).  Overall, the measurement models revealed high reliability in the 
present study. Although the modified hope subscale did not appear to be suited to the 
expatriate sample in the present study, confirmatory factor analysis revealed 
acceptable validity for both instruments overall.  Significant differences were found in 
the means of CC PsyCap and CQ between demographic groups.  Relationships 
between the constructs were tested through correlation-and regression analyses and 
several significant positive relationships were found between the constructs and  their 
dimensions.  Two of the strongest relationships found were between CC self-efficacy 
and CQ and between motivational CQ and CC PsyCap.  Further, CC PsyCap was 
shown to account for a part of the variance in CQ and vice versa.  This research adds 
to insights gained from the previously validated cross-cultural PsyCap measure and 
studies on the relationships between the two constructs. 
 
Key terms:  Global mobility, cross-cultural competence, generalisable psychological 
resources, global leadership.  
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CHAPTER 1 
INTRODUCTION 
  
1.1 INTRODUCTION  
Globalisation has transformed workplace dynamics, with employees working across 
borders physically, working virtually via technology, working with a variety of ethnicities 
and interacting with a globally dispersed customer base.  The result is a multicultural 
and diverse workforce with the need for global and inclusive leadership perspectives 
and a global mindset (Johnson, 2011; Society for Human Resource Management 
Foundation, 2015; Veldsman, 2016).  Consequently, individuals who can work capably 
in cross-cultural contexts are in high demand all over the globe (Dollwet & Reichard, 
2014).  Building cross-cultural competence is a key component in organisational 
growth and the achievement of key business objectives in today’s global economy.  It 
is therefore vital that employees cultivate cross-cultural competence and are mindful 
of workplace cultures in countries and cultures other than their own (Society for Human 
Resource Management Foundation; 2015, Veldsman, 2016). 
 
Culture is a complex concept, but may be broadly defined as the shared patterns of 
behaviour, characteristics, cognitive constructs and shared affective understanding of 
a specific group of people.  The latter is learnt through socialisation and manifests 
through language, religion, food, social customs, music and arts (Center for Advanced 
Research on Language Acquisition, 2017; Zimmerman, 2015).  This definition can be 
applied to broader national culture, or far smaller groups of individuals with shared 
beliefs, characteristics and customs – such as organisations.  Organisational culture 
may be defined as the assumptions and values within a given organisation, which in 
turn determine behavioural patterns and distinguishing features such as architecture, 
office lay-out, dress codes and the like (Schein, 1992).  Culture (and organisational 
culture) is therefore comprised of a multitude of subtle nuances which manifest 
differently in each country and work culture. 
 
An important component of the increasingly globalised and diverse workforce is 
expatriation.  An expatriate may be defined as any individual “that has left their 
homeland”  and  “lives and/or works in a country other than their country of origin” 
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(Przytuła, 2015, p.95).  As a result of the advances in global communications and 
technology, it was anticipated that future international operations would largely be 
managed remotely, thereby reducing the need for expatriates (Harrison, 2016).  Yet 
evidence reveals that the number of expatriate assignments worldwide continues to 
grow (Brookfield Global Relocation Services, 2012; Finaccord Ltd., 2018; Financial 
Planning Today, 2018).  Despite a rise in the use of alternative expatriate assignments 
(including short-term, frequent flyer, commuter assignments and virtual assignments), 
statistics show that traditional expatriate assignments are still on the rise (Baker & 
Roberts, 2006; Finaccord Ltd., 2018; Harrison, 2016; Mercer 2015; Meyskens, Von 
Glinow, Werther, & Clarke, 2009).  Whilst there were approximately 50.53 million 
expatriates globally in 2013, this was estimated to escalate to around 56.84 million by 
2017 (Finaccord Ltd., 2014).  The most recent Finaccord report showed that the reality 
exceeded this estimation, with the global expatriate population reaching 66.2 million 
in 2017 and likely to escalate to 87.5 million by 2021.  This translates into a compound 
annual growth rate of 5.8% between 2013 and 2017, and a predicted compound 
annual growth rate of 7.2% (Finaccord Ltd., 2018). 
 
The outcome of transitioning to a new culture has been termed cross-cultural 
adaptation or adjustment (Baker & Roberts, 2006).  Whilst some researchers further 
distinguish between psychological adjustment (feelings of well-being and satisfaction) 
and sociocultural competence (capacity to fit into the new culture and interact 
appropriately) (Searle & Ward, 1990), others differentiate between general 
adjustment, interacting with host nationals and work adjustment (Black, 1988).  
Sussman (2000) views cultural adaptation as the proactive efforts on the part of the 
individual to be culturally flexible and resilient by modifying their cognitions, behaviour 
and interpretations of behaviours to better suit the new cultural landscape. 
 
The concepts of culture shock and reverse culture shock are useful in explaining the 
challenges of adjustment and re-adjustment to a culture.  First introduced by 
anthropologist Kalervo Oberg in 1960, the term ‘culture shock’ refers to the 
psychological disorientation a person experiences when entering a new and unfamiliar 
cultural environment.  Oberg contends that culture shock includes six components, 
namely “psychological strain; a sense of loss and feelings of deprivation; feelings of 
rejection by the new culture; confusion in role expectation, values and feelings; 
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surprise and anxiety at realisation of cultural differences; and feelings of impotence at 
the inability to cope with, or integrate into the new environment” (Allison, Davis-
Berman, & Berman, 2011, p.4; Belford, 2017).  Similarly, expatriates re-entering their 
homeland (referred to as repatriates) often find it difficult to settle back in due to 
reverse culture shock, which is the result of the individual becoming accustomed to, 
and internalising, the behaviours and norms in the host country (Akmal & Hyder, 
2007). 
 
Following the lead of Altman and Baruch (2012), this study will treat expatriation and 
repatriation as a “single compounded complex” (Altman & Baruch, 2012, p234), 
considering that these concepts share psychological and other common 
characteristics (Holopainen & Bjorkman, 2005).  Transitioning to a new culture whilst 
simultaneously being effective at work, as well as resettling in one’s country of origin 
upon repatriation, requires a significant degree of flexibility, adaptability an ambiguity 
tolerance (Altman & Baruch, 2012; Kupka, Everett, & Cathro, 2008).  It would therefore 
be valuable to learn from expatriates about adapting successfully to a new host 
country, successfully completing assignments and re-adjusting to their home country 
upon their return. 
 
1.2 EXPATRIATES DEFINED 
It is necessary to carefully consider the definition of the term ‘expatriate’, as in reality, 
it is much broader than one would think.  In a recent paper by McNulty and Brewster 
(2017), the researchers criticise the fact that many authors do not clearly, or even 
overtly, define the term ‘expatriate’, as there is a general assumption that people 
understand the term.  The researchers therefore embarked on a thorough investigation 
and literature review to provide a clear definition and boundary conditions of what they 
term “business expatriates” to ensure a clearly defined, measurable scientific construct 
for future research (McNulty & Brewster, 2017).  However, this researcher is of the 
opinion that although it would be ideal to apply a consistent definition across studies, 
this may prove challenging, as the definition may be influenced by the purpose of the 
study, as well as the perspective of the researcher.  The researcher does, however, 
agree, that a clear and deliberate definition be provided in each study. 
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Firstly, one can differentiate between business expatriation and expatriation in 
general.  Business expatriation can take different forms: it can either be organisation-
initiated (Assigned Expatriates/AEs) or self-initiated (Self-Initiated Expatriates/SIEs).  
What most studies fail to consider, however (Shaffer, Kraimer, Chen, & Bolino, 2012), 
is that in the current global climate, there is an increasing overlap between AE and 
SIE contexts as expatriate career paths often comprise moves between these two 
areas (Altman & Baruch, 2012; Tharenou, 2013), depending on necessity, opportunity 
and personal preference (McNulty & Vance, 2017). 
 
Przytuła (2015, p.95), states that expatriates in the broader sense could include any 
“individual who has left their homeland” to live and/or work “in a country other than 
their country of origin”.  Aligned with this ‘general’ definition of expatriates, is that of 
‘migrant’.  Migrants differ from AEs and SIEs in that they have usually become a citizen 
of a country and are there permanently (as opposed to temporarily) and do therefore 
not face the same legal compliance issues as business expatriates (McNulty & 
Brewster, 2017). 
 
The United Nations Convention on the Rights of Migrants (UNESCO, 2016), on the 
other hand, defines a migrant as any individual who is, has been, or will be 
remunerated for working in a country where he or she is not a national, whilst other 
authors define a migrant as an individual moving from one country to another to settle 
there for an extended period of time (Cerdin, Diné, & Brewster, 2014; Zikic, Bonache, 
& Cerdin, 2010).  UNESCO (2016) further extends their definition, stating that migrants 
are considered individuals who have freely decided to leave their home country for 
reasons of personal convenience and without external intervention.  Refugees, 
displaced individuals or others forced or compelled to leave their place of origin are 
therefore excluded.  The term, ‘migrants’, thus includes both emigrants and 
immigrants, depending on the direction of movement.  The same individual can 
simultaneously be an emigrant in the country they are leaving and an immigrant in the 
country they arrive in (Vocabulary.com, 2017). 
 
One could therefore argue that whether an individual is a business expatriate or a 
general expatriate/migrant, they would require the necessary skills to adapt to the 
‘new’ country and it would therefore be valuable to study both these categories of 
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individuals to learn more about adapting successfully to a new host country.  As a 
result, this study will focus on the broader definition of expatriate, which includes any 
individual that has “left their homeland” to live and/or work “in a country other than their 
country of origin” (Przytula, 2015, p.95).  This definition therefore includes both 
expatriates and business expatriates. 
 
Lastly, Finaccord Ltd. (2014) describes expatriates as individuals who take residence 
in another country (other than where they were previously resident) for a period of at 
least 12 months but no longer than five years.  The definition also includes retired 
expatriates who spend a substantial part of the year in another country – however, it 
excludes illegal immigrants, refugees, asylum seekers, tourist and other short-term 
visitors.  Expatriate residents that have stayed in the specified country in excess of 
five years are excluded based on the fact that they are seen to have naturalised 
regardless of their citizenship (Finaccord Ltd., 2014). 
 
For the purposes of this study, Przytula’s (2015) definition was therefore expanded 
upon as follows:  an expatriate includes any individual that has left their homeland or 
the country in which they were previously resident to live and/or work in another 
country for an expected period of at least one year and at most five years.  In other 
words, their stay in a particular country cannot exceed five years, as they will then be 
seen to have naturalised. 
 
1.3 MOTIVATION FOR THE STUDY 
Traditionally, there has been a focus on selecting individuals for expatriate 
assignments (and thus predicting their success in such assignments) based on 
potential cross-cultural competence (which includes knowledge, skills and personality 
traits) and to a lesser extent on their situational readiness (whether it is appropriate for 
that individual to relocate at that particular point in time in his/her life) (Shaffer et al., 
2006; Van der Boon, 2001).  However, one must consider whether candidates who 
would not usually be considered for such assignments, could possibly be developed 
for such a purpose.  
 
6 
 
 
 
Moreover, there is an increasing recognition that merely equipping candidates with 
country-specific factual knowledge for expatriate assignments is not enough to ensure 
assignment success (Kealey & Protheroe in Dollwet & Reichard, 2014).  Both 
knowledge and psychological resources are needed for successful cross-cultural 
interaction.  Reichard, Dollwet, and Louw-Potgieter (2014) recommend that 
interventions targeting CC PsyCap should be included in global leadership 
development programmes. 
 
Furthermore, the increase in workplace diversity and the interaction between foreign 
affiliates within and outside organisations, necessitates the development of cross-
cultural skills for all employees, even if they will never go on foreign assignment 
(Dollwet & Reichard, 2014; Suutari, 2003).  In other words, “having a workforce that is 
fluent in the ways of the world”, is a necessity (Black & Gregersen, 1999, para.1).  The 
phrase – ‘global careers’, meaning careers in which individuals are responsible for 
international coordination with people from many different cultures, providing flexible 
and dynamic global working experience – illustrates this point well (Cappellen & 
Janssens, 2010).  Expatriation is therefore not necessarily a prerequisite for global 
careers, as these may be domestically enabled (Tharenou, 2005), but individuals who 
have or aim to have global careers (which may or may not include expatriates) may 
benefit from a study such as this as well. 
 
Finally, despite the immense expense attached to expatriation (Black & Gregersen, 
1999), these assignments are often viewed as isolated tasks instead of a means to 
develop an organisation’s human resources and global leadership capability to 
compete more effectively in a challenging global market (Wilson & Dalton, 1998). The 
Global Leadership Forecast 2014/2015 (Development Dimensions International, 
2015), which included input from 13,124 leaders, 1,528 global human resource 
executives and 2,031 participating organisations, identified ‘leading across countries 
and cultures’ as a critical skill required for future success.  However, the report 
revealed that only one fifth of the organisations reviewed were actually focusing on 
global leadership development and recommended this as essential to equip their 
leaders in meeting intercultural challenges and drive global growth.   
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In answer to these challenges, researchers are advocating for strategies aimed at 
developing generalisable psychological resources, for instance the ability to deal with 
stress, foster relationships and adjust to new and challenging circumstances (Dollwet 
& Reichard, 2014).  Recently, Dollwet and Reichard (2014) developed a new higher-
order construct, dubbed Cross-cultural PsyCap (CC PsyCap), to encapsulate such 
generalisable cross-cultural competencies.  Similarly, Livermore (2015) believes that 
Cultural Intelligence (CQ) is crucial in effectively meeting the demands of global 
leadership as it affords leaders a ‘repertoire’ to draw from when dealing with different 
cultural situations.  By studying these constructs amongst expatriates and seeing how 
the constructs relate to one another, valuable knowledge can be gained in terms of 
developing these resources in employees and building organisations’ global 
competitive advantage – thus providing benefit for both the individual and the 
organisation. 
 
1.4 PROBLEM STATEMENT 
In light of the continued rise in expatriate assignments globally (Finaccord Ltd., 2018; 
Financial Planning Today, 2018),  effective expatriates are crucial in enhancing an 
organisation’s competitive advantage.  The same applies to employees who can work 
effectively across cultures.  Expatriate assignments incur great costs and expatriates 
are usually in key positions (Brewster, Bonache, Cerdin, & Suutari, 2014).  The 
complexity of work, heavy workloads and culture shock negatively impact employees’ 
performance and well-being in a new culture (Allison et al., 2011; Belford, 2017; 
Mansor, Hamid, Kamil & Abu, 2013).  In order to retain these key employees, cultivate 
capable global leaders and run expatriate assignments profitably, organisations must 
ensure employees are equipped to perform well, adjust well and flourish in the new 
host country or cross-cultural environment.  It therefore remains critical to identify 
which resources and practices promote expatriate assignment success.  Direct and 
indirect costs are conservatively estimated to be no less than three to five times an 
expatriate’s base salary, in some cases more than $1million per person per 
assignment (Baker & Roberts, 2006).   
 
Expat U.S. Relocation Services (2014) estimate that U.S. expatriate failures range 
between 30 and 50 percent.  Considering the costs mentioned above, this is of great 
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concern.  Nearly 60 percent of premature returns on expatriate assignments is 
attributed to expatriates or their families failing to adapt successfully to the host country 
or company.  The 2016 Global Mobility Trends Survey (Brookfield Global Relocation 
Services, 2016) also lists the inability to adapt to the host location among the top three 
reasons assignment failure.  Apart from premature returns, expatriate ‘failures’ also 
include expatriates completing assignments but not performing satisfactorily (also 
known as brownouts), as well as expatriates failing to re-adjust to their home 
organisation and culture (Francesco & Gold, 2005; Harzing, 1995). 
 
When expatriates struggle to re-adjust when they repatriate, organisations may lose 
valuable knowledge in addition to the costs associated with replacing these 
individuals.  These kinds of transitions can be the source of great stress for expatriates 
(Altman & Baruch, 2012).  Some authors postulate that re-adjustment to the home 
country may at times prove more challenging than the initial adjustment to a new host 
country (Sussman, 2000).  Approximately 25 percent of expatriate managers leave 
their organisation within a year, whilst 40 to 50 percent leave within 3 years (Baker & 
Roberts, 2006). 
Individuals high in Cross-cultural PsyCap (CC PsyCap) are better equipped to 
successfully manage cross-cultural interactions (Dollwet & Reichard, 2014; Reichard 
et al., 2014).  These employees are more confident in their abilities to achieve 
successful cross-cultural outcomes, less self-critical of their failures (Bandura, 1994), 
persistent in acquiring knowledge and devising alternative solutions to challenges 
(Dollwet & Reichard, 2014; Luthans, 2002; Reichard et al., 2014), more committed to 
their organisations (Youssef & Luthans, 2007) and are better leaders (Avolio & 
Luthans, 2006).  They are also less prone to stress and depression (Bandura, 1994).  
As a result, they have a more positive outlook on cross-cultural interaction and perform 
better on cross-cultural assignments (Youssef & Luthans, 2007).   In addition, 
individuals who display high Cultural Intelligence (CQ) actively seek to improve their 
cross-cultural knowledge and are able to process and understand diverse 
experiences, thereby allowing them to rapidly and accurately devise situationally 
appropriate responses to cross-cultural issues as they emerge (Lovvorn & Chen, 
2011).  CQ assists in cross cultural adjustment (Lin, Shin-yih Chen, & Song, 2012) 
and performance within a cross-cultural context (Nunes, Felix & Prates, 2017). 
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In view of the proactive approach of Positive Psychology, increasing focus is placed 
on ensuring well-being and preventing problems, rather than fixing them in retrospect.  
Aligned to this purpose, the present study proposes further investigation into the 
relationship between CC PsyCap and CQ amongst expatriates.   The formulated 
problem statement is thus that further research is needed on the relationship between 
CC PsyCap and CQ, on this relationship specifically amongst expatriates.  The 
research will consider ways to enhance these capabilities by providing appropriate 
recommendations.  
1.5 RESEARCH OBJECTIVES  
The central aim of this study is to add to existing research by further exploring the 
relationships between CC PsyCap and CQ outlined in previous research (discussed 
in Chapter Two).  The focus will specifically be on the relationships between the 
constructs amongst expatriates.  It is hoped that investigating how the two constructs 
relate to one another will enhance the process of appointing, developing and 
managing employees to adapt to, and function effectively in, cross-cultural 
environments.  Furthermore, although there is research available on the length and 
breadth of stay abroad on CQ, a gap exists in research in terms of the impact of the 
length and breadth of stay abroad on CC PsyCap.   
 
Research questions include: 
• What are the relationships between overall CC PsyCap and CQ amongst 
expatriates? 
• What are the relationships between the respective dimensions of CC PsyCap and 
CQ amongst expatriates? 
• Do CC PsyCap and CQ vary in the duration an individual lives or works in a 
particular foreign country / cross-cultural setting? 
• Do CC PsyCap and CQ vary with the number of foreign countries / cross-cultural 
settings an individual has lived or worked in? 
• Does CQ predict CC PsyCap amongst expatriates? 
• Does CC PsyCap predict CQ amongst expatriates? 
 
10 
 
 
 
Secondary objectives of the study include reviewing research on CC PsyCap and CQ 
respectively, including their origins, definitions, composition and consequences.  In 
addition, the instruments used to measure these constructs will be analysed in terms 
of psychometric properties.  Lastly, the study will examine whether any links exist 
between the constructs and demographic variables in the study. 
 
1.6 POTENTIAL CONTRIBUTION OF THE STUDY 
 
It is hoped that the findings will assist organisations and Human Resource (HR) 
practitioners to design strategies and interventions to enhance cross-cultural 
adaptation as well as to develop employees who are effective in cross- and multi-
cultural work contexts, thereby reducing various costs of expatriation.  The research 
may also contribute to shifting the focus from solely developing employees destined 
for expatriate assignments to developing all employees’ cross-cultural competency, 
thereby building human resource capacity and global leadership.  Such a shift would 
also assist in expanding the pool of potential candidates from which to recruit for 
expatriation and similar assignments. 
Furthermore, the study could assist organisations and HR practitioners to develop a 
better understanding of how experiences abroad influence their workers.  It may also 
lead to the reconsideration and improvement of expatriation policies.  Finally, the study 
aims to build upon existing research on CC PsyCap and CQ and the relationships 
between the two constructs. 
 
1.7 FRAMEWORK FOR THE PRESENT STUDY 
This chapter provides an introduction and background to the study.  The second 
chapter will explore existing research on the applicable constructs and the 
relationships between them.  Chapter Three will outline the methodology used in the 
study, whilst Chapter Four is dedicated to statistical analysis of the results.  Finally, 
the fifth chapter discusses the findings in light of the reviewed literature, outlines 
limitations of the study and provides recommendations for organisations in general 
and for future research. 
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1.8 CONCLUSION 
Current data indicates that expatriation continues to rise and the high personal and 
financial costs of expatriation remain a reality.  Furthermore, globalisation continues to 
present us with new challenges in terms of cross-cultural interaction and therefore the 
importance of finding strategies to develop a cross-culturally competent workforce and 
global leadership capability has become even more relevant.  In light of this, Chapter 
1 provided an introduction to and motivation for this study, along with a definition for 
expatriation.  It also outlined the problem statement.  Finally, it considered the potential 
contribution of the study.  Chapter 2 contains a literature study on the constructs of CC 
PsyCap and CQ as well as a review of existing research the relationship between the 
two constructs.   The chapter is concluded with the formulation of research questions 
and aims.  
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CHAPTER 2  
LITERATURE REVIEW 
 
2.1 INTRODUCTION  
The majority of research regarding predictors of effective cross-cultural interactions 
relates to individual characteristics. These include stable personality traits, cultural 
flexibility, task orientation, people orientation or language ability (Shaffer et al., 2006). 
Consequently, Dollwet and Reichard (2014) identified a need to determine a set of 
generalisable cross-cultural competencies.  Merely providing employees with factual 
knowledge (such as language and policies) regarding a specific country is insufficient 
to effectively develop cross-cultural skills and facilitate effective interaction with 
members of multiple cultures (Kealey & Protheroe in Dollwet & Reichard, 2014).  
Instead, strategies aimed at developing a set of generalisable cross-cultural 
psychological resources are needed (Dollwet & Reichard, 2014).  As mentioned 
earlier, these include the ability to effectively manage stress, develop relationships 
and adapt to new circumstances.   
With this in mind, the researchers defined a new higher-order construct, dubbed 
Cross-cultural Psychological Capital (CC PsyCap) to “capture competencies that are 
generalisable across cultural boundaries and therefore facilitate successful 
interactions with members of multiple cultures” (Dollwet & Reichard, 2014, p.1670).   
 
2.2 CROSS-CULTURAL PSYCAP  
The construct of CC PsyCap was adapted from the higher-order construct of positive 
psychological capital (PsyCap), which stemmed from positive organisational 
behaviour (POB) (Dollwet & Reichard, 2014).  In essence, POB is the utilisation of 
positive psychology in the workplace (Luthans, 2002; Seligman, 1998).  Popularised 
by Martin Seligman, positive psychology is the perspective that one should consider 
what is working well (human strengths) and emphasise and develop those aspects 
rather than focusing on what is wrong (dysfunction) and how to fix it (Seligman, 1998).  
The focus has thus shifted to strength as opposed to weakness, resilience as opposed 
to vulnerability and enhancing wellness and prosperity rather than treating pathology 
(Luthans, 2002).  Fred Luthans (2002) became aware of the growing positive 
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psychology movement and saw the relevance of applying this new perspective to the 
field of organisational behaviour (OB) to both stimulate new, meaningful scientific 
research in the OB field and make it more relatable to practice. 
 
POB may be defined as "the study and application of positively oriented human 
resource strengths and psychological capacities that can be measured, developed, 
and effectively managed for performance improvement in today’s workplace” 
(Luthans, 2002, p.59).  The focus in POB is on research and measurement at micro- 
or individual level.  Criterion for inclusion in POB are that a psychological capacity 
must be positive, state-like (as opposed to trait-like), open to development and 
management for performance improvement in the workplace.  The development of 
POB states is therefore possible through self-development, training or managed 
experiential (on-the-job) learning (Luthans, 2002). 
 
PsyCap may be defined as “an individual's positive psychological state of 
development” (Luthans, Youssef, & Avolio, 2007, p.3) and is a higher-order, multi-
dimensional construct which is comprised of four psychological resources, namely, 
efficacy, hope, optimism, and resilience (Law, Wong, & Mobley, 1998).  All four 
psychological resources meet the POB inclusion criteria and although there is some 
similarity between them, these four constructs were validated as conceptually and 
empirically distinct (Avey, Luthans, Smith, & Palmer, 2010).  More specifically, 
characteristics of PsyCap include: 
(1) having confidence (self-efficacy) to take on and put in the necessary 
effort to succeed at challenging tasks; (2) making a positive attribution 
(optimism) about succeeding now and in the future; (3) persevering 
toward the goals, and when necessary, redirecting paths to goals 
(hope) in order to succeed; and (4) when beset by problems and 
adversity, sustaining and bouncing back and even beyond (resilience) 
to attain success (Luthans, Youssef, et al., 2007, p.3). 
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The simultaneous presence and combined effect of these resources enhances an 
individual’s functioning in a variety of settings, including work, relationships and health 
(Levene, 2015; Luthans, Youssef, et al., 2007).  Prior research has identified eight 
characteristics of PsyCap, namely that it is a multidimensional construct, that it is 
domain specific, that it is stable, developable, self-opinion operationalised, 
measurable, is predictive of performance, that it is specific to the level of analysis and 
that it is multi-established (Avey, 2014).  
 
PsyCap is multidimensional in that it is has four dimensions which form part of a 
broader construct (Avey, 2014; Law, Wong & Mobley, 1998).  It is domain specific, in 
other words, a person may be high in one type of PsyCap (such as work PsyCap) but 
low in another (such as family PsyCap).  It has been shown to be “more stable than 
emotions” but more to susceptible to “change than personality” (Avey, 2014, p.142; 
Luthans, Avolio, Avey, & Norman, 2007).  Furthermore, PsyCap may increase through 
intervention and training, as it is developable in nature (Luthans, Avey, Avolio, & 
Peterson, 2010).  The construct is usually self-rated (not rated by others), as it relates 
to the individual’s state of development (self-opinion operationalisation) (Avey, 2014).  
Several instruments are available to measure the construct (Luthans, 2002; Luthans, 
Avolio, et al., 2007) and studies have shown PsyCap to be predictive of performance 
(Luthans, 2002).  Although multiple levels of PsyCap exist (for example, team level 
PsyCap), most studies so far have considered only the individual level (Avey, 2014).  
Finally, a study by Avey (2014) suggested that PsyCap may have several antecedents, 
meaning that the construct is first established in multiple other domains (multi-
established). 
 
2.2.1 Definition of Cross-cultural PsyCap 
 Reichard et al. (2014) focused on the influence of PsyCap in developing the 
psychological resources required for successful cross-cultural interaction.  As PsyCap 
is context dependent, it was argued that it could be applied to cross-cultural settings 
(Reichard et al., 2014).  PsyCap within the sphere of cross-cultural actions, was simply 
called cross-cultural PsyCap.  As with ‘general’ PsyCap, CC PsyCap has four 
components which were framed within the domain of cross-cultural interactions 
(Reichard et al., 2014).  These are cross-cultural self-efficacy, cross-cultural hope, 
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cross-cultural optimism and cross-cultural resilience.  A person with high CC PsyCap 
would therefore display high self-efficacy, hope, optimism and resilience within the 
sphere of cross-cultural interaction (Dollwet & Reichard, 2014).  The combined effects 
of the four components have a significant impact on successfully managing cross-
cultural interactions (Reichard et al., 2014).  This is particularly relevant as expatriates 
and their families’ state of mind and outlook are crucial in the success of expatriate 
assignments (Expat U.S. Relocation Services, 2017) and building their psychological 
resources should therefore be highly beneficial in this regard.  The factors of CC 
PsyCap will be discussed below.  
 
2.2.1.1 Cross-cultural hope 
Cross-cultural hope may be defined as the cognitive and motivational state which 
facilitates the setting of realistic cross-cultural goals which are then achieved through 
self-directed behaviour (called agency or “will”) and the ability to produce alternatives 
to attain these goals when met with challenges (pathways or “way”) during the course 
of cross-cultural interaction (Reichard et al., 2014; Snyder, Harris, et al., 1991; Snyder, 
Irving, & Anderson, 1991).  Individuals with high levels of cross-cultural hope will 
therefore pursue goals related to interacting with people from different cultures and 
find alternatives to problems encountered during such interactions (Dollwet & 
Reichard, 2014). Research has shown that hope is positively related to self-awareness 
and self-knowledge, which assists individuals in being more authentic leaders (Avolio 
& Luthans, 2006).  It follows that individuals high in cross-cultural hope may be more 
attuned to their own cultural expectations and knowledge, which could facilitate 
improved relationship building and the identification of pathways to learn from different 
cultures (Reichard et al., 2014).  Furthermore, positive relationships between hope 
and performance, job satisfaction, work happiness and organisational commitment 
have been evidenced in a study by Youssef and Luthans (2007).  According to 
Reichard et al., (2014), these outcomes are specifically relevant to successful cross-
cultural interactions, as employees working across cultures often have to make 
decisions with insufficient information or knowledge, particularly when a language 
barrier is present.  Cross-cultural hope will therefore assist in creating pathways and 
agency to overcome challenges presented by cross-cultural interactions. 
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2.2.1.2 Cross-cultural self-efficacy  
Self-efficacy refers to a person’s belief in their ability to accomplish a specific task 
successfully (Bandura, 1994). Cross-cultural self-efficacy, therefore, refers specifically 
to an individual’s confidence in their ability to successfully interact in a cross-cultural 
environment (Dollwet & Reichard, 2014; Reichard et al., 2014).  Self-efficacy affects 
how individuals, feel, think, self-motivate and behave in a particular situation (Bandura, 
1994).  People with low self-efficacy are associated with lower self-confidence, a weak 
commitment to goals, self-criticism, stress and depression (Bandura, 1994).  In 
contrast, people with high self-efficacy are confident in their abilities and approach 
difficult tasks as challenges to be mastered, as opposed to threats to be avoided.  They 
have a high commitment to goals and are able to persevere in the face of challenges 
and recover more speedily following failures and further believe that future failures can 
be avoided through increased effort or newly acquired knowledge (Bandura, 1994).  
Moreover, these individuals are more willing to engage in novel behaviour (Bandura, 
1977).   
 
Studies have shown that the positive role which self-efficacy plays in desirable 
workplace attitudes and outcomes also applies across different cultures (Luthans, Zhu 
& Avolio, 2006).  This is demonstrated by studies such as those of Earley and Ang 
(2003) and Black and Mendenhall (1991).  These studies show that high self-efficacy 
boosts employee drive, willingness and persistence to understand and learn new 
behaviour and thinking in new environments or host countries.  Therefore, having high 
cross-cultural self-efficacy is important for successful interaction in diverse and 
international work environments (Dollwet & Reichard, 2014).  Self-efficacy is 
developable and can be increased through mastery experiences, through observing 
others succeed (vicarious learning), through verbally persuading a person that they 
have the capability to succeed (or through feedback) and through physiological and 
psychological arousal (such as the reduction of stress reactions) (Bandura, 1994; 
Bandura, 1997). 
 
 
 
 
17 
 
 
 
2.2.1.3 Cross-cultural resilience 
Whether cross-cultural interactions lead to negative consequences (such as adversity, 
conflict or failure) or positive outcomes (friendship and more responsibility), cross-
cultural resilience allows an individual to recover from or adapt to such events (Dollwet 
& Reichard, 2014; Luthans, 2002; Reichard et al., 2014).  Resilience is a measurable 
and developable strength which provides individuals with the psychological resources 
to manage stress in a variety of contexts, including during cross-cultural interaction 
(Dollwet & Reichard, 2014; Reichard et al., 2014).  Individuals who possess high 
cross-cultural resilience will be able to persevere and succeed when interacting with 
people from other cultures even when cross-cultural challenges occur (Reichard et al., 
2014).  These individuals may even seek out ways to understand and remedy 
difficulties or challenges (Dollwet & Reichard, 2014).  Resilience may also underpin 
greater CQ by assisting individuals to better cope with uncertainty and see the bigger 
picture (Clapp-Smith, Luthans, & Avolio, 2007). 
 
2.2.1.4 Cross-cultural optimism 
Cross-cultural optimism may be defined as the expectation of positive outcomes when 
interacting across cultures now and in the future (Avey, 2014; Reichard et al., 2014).  
Prior research shows that optimism is positively related to performance, job 
satisfaction and work happiness (Youssef & Luthans, 2007), self-awareness and 
effective leadership (Avolio & Luthans, 2006), all of which are relevant to cross-cultural 
working environments (Reichard et al., 2014).  Optimism is particularly important for 
success in cross-cultural interactions as optimistic workers retain positive expectations 
despite uncertainty, can manage uncertainty, have the ability to learn from mistakes 
(Rhinesmith, 1996) and are willing to take risks (Spreitzer, McCall, & Mahoney, 1997).  
Goleman (1998) also links optimism to motivation, as he states that one can only feel 
motivated to do something one believes is attainable.  Furthermore, optimistic 
individuals are more likely to attribute unsuccessful cross-cultural interactions to 
external causes (rather than internal causes) and to find new strategies to ensure the 
success of future interactions (Reichard et al., 2014).  Positive outcomes are more 
likely to be attributed to internal / personal factors (Seligman, 1998) and one could 
therefore argue that such successful interactions would contribute to cross-cultural 
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self-efficacy as well.  Seligman (1998) believes that pessimism is learned and can 
therefore be unlearned and simultaneously that optimism can be practiced and 
learned.  
 
2.2.2 Consequences of Cross-cultural PsyCap 
As a result of the fact that CC PsyCap is a relatively new construct, the consequences  
thereof are not well documented.  However, the benefits of PsyCap are well-
researched and it has already been mentioned that these are domain-specific.  It could 
therefore be assumed that these benefits would be applicable to a cross-cultural 
setting, and therefore to CC PsyCap in particular.  
 
The research to date has largely focused on PsyCap in the work setting, with findings 
revealing that PsyCap have positive implications for not only the individual, but the 
organisation as well (Luthans, Avey, et al., 2010; Luthans, Youssef, et al., 2007).  More 
specifically, workplace PsyCap contributes to attitudes such as increasing job 
satisfaction, work engagement, organisational commitment and reduced turnover 
intentions.  It is further linked to behaviours such as improved job performance, and 
organisational citizenship behaviours, and may assist in the facilitation of 
organisational change (Avey, Reichard, Luthans, & Mhatre, 2011; Avey, Wernsing, & 
Luthans, 2008; Luthans, Avolio, et al., 2007).  A study by Luthans, Norman, Avolio, 
and Avey (2008) showed that PsyCap mediates the relationship between a supportive 
organisational climate and employee performance.  Furthermore, individuals with 
higher levels of self-efficacy, optimism and control tend to be less disposed to feelings 
of tension, have better physical well-being and are better equipped to approach difficult 
situations (Skinner, 1996), which would be useful in complex situations such as cross-
cultural interactions. 
 
Da Costa Vicente Rodrigues, Baião Carochinho and Oliveira Rendeiro (2017) found a 
negative correlation between PsyCap and distress (comprised of stress, anxiety and 
depression), suggesting that stress, anxiety and depression decrease as PsyCap 
increases.  Furthermore, a study by Baron, Franklin, and Hmieleski (2016) found a 
negative relationship between PsyCap and stress and a positive relationship between 
PsyCap and subjective well-being.  Similarly, Avey, Luthans, and Jensen (2009) 
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demonstrated that PsyCap was negatively related to perceived stress symptoms in a 
sample spanning a wide range of industries.  PsyCap therefore seems to equip 
individuals to deal with challenging work situations and research suggests that PsyCap 
can act as a buffer against high stress levels (Baron et al., 2016).   
 
It is therefore expected that CC PsyCap will have similar benefits in a cross-cultural 
setting.  Collectively, these resources should assist individuals to successfully engage 
in cross-cultural interactions and manage the related complexities, ambiguity and 
challenges such as culture shock.  Finally, Dollwet and Reichard (2014) found that CC 
PsyCap is positively related to prior international experience, which is consistent with 
its developmental nature.  
 
2.3 CULTURAL INTELLIGENCE (CQ) 
 
Against the backdrop of workplace diversification, the construct of Cultural Intelligence 
(CQ) has enjoyed much attention in the hope that its development may facilitate the 
successful completion of expatriate assignments and cross-cultural work interaction.  
As with CC PsyCap, it is a developable higher order construct, four-factor model and 
state-like; however, CQ is distinct from CC PsyCap (Ang, Van Dyne, & Koh, 2006; 
Dollwet & Reichard, 2014).  Whereas CC PsyCap focuses on the ability to surmount 
challenges, persevere and adapt behaviour where it is unsuccessful, CQ places more 
emphasis on the knowledge of various cultural elements (Dollwet & Reichard, 2014).   
 
2.3.1 Definition of Cultural Intelligence 
The definition of CQ, also known as intercultural competence, varies slightly according 
to researchers.  Its origins may be traced back to research on interpersonal 
intelligence (Gardner, 1983) and social or emotional intelligence (Goleman, 1995).  
Simply put, CQ is an individual’s ability to function skilfully in a cultural context that 
differs from their own (Earley & Ang, 2003).  Tuleja (2014) describes it as inclusive of 
the ability to understand vital cultural norms of a counterpart’s culture; to be ready to 
listen, observe and adapt the way one is inclined to behave or communicate; and to 
be open and flexible to consider and alter interaction strategies and expectations if the 
situation or context requires it.  In the same vein, Alon and Higgins (2005) and 
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Rockstuhl, Seiler, Ang, Van Dyne, and Annen (2011) explain that CQ allows an 
individual to empathise and work well with other people.  A culturally intelligent 
individual is therefore able to acknowledge values, beliefs, attitudes and behaviours 
different from their own in order to anticipate, act and react in the proper way to interact 
successfully; and further to re-assess and attempt to act or react differently.  Cultural 
exposure (regional experiences that enhance understanding of norms, values and 
beliefs of the region) has been shown to improve CQ (Crowne, 2013).   
 
As mentioned earlier, Livermore (2015) believes that CQ is crucial in effectively 
meeting the demands of global leadership. It affords leaders a ‘repertoire’ to draw from 
when dealing with different cultural situations.  When applied to the context of a cross-
cultural project, Livermore (2015) describes the use of four capabilities needed to lead 
with cultural intelligence.  These capabilities are CQ drive (referring to one’s 
motivations for engaging with the cultural dimensions of a project), CQ knowledge (the 
cultural differences that will most influence the project), CQ strategy (how one will plan 
in view of cultural differences) and finally, CQ action (how one needs to adapt 
behaviour to function effectively on the project) (Livermore, 2015).   
 
One of the original theories of CQ maintained that three components were needed for 
effective intercultural interaction, namely cognitive, motivational and behavioural 
(Earley & Ang, 2003).  However, this theory was later expanded upon by Ang et al. 
(2006) and has become the well-established model of CQ comprising four 
components, namely metacognitive CQ (CQ strategy), cognitive CQ (CQ knowledge), 
motivational CQ (CQ motivation) and behavioural CQ (CQ behaviour) (Ang et al., 
2006; Ng, Van Dyne, & Ang, 2009a; Ng, Van Dyne, & Ang, 2009b).  This construct 
was utilised in the study, as it relates to the measurement scale developed by Dollwet 
and Reichard (2014), which was also employed in this study.  The four components of 
CQ are discussed below. 
 
2.3.1.1 Cognitive CQ 
Cognitive CQ is a person’s existing and required knowledge, inter alia, understanding 
norms and behaviour, perspectives, values, historical, political, economic, legal and 
governmental facets of people and their culture (Ang et al., 2006; Earley & Ang, 2003; 
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Tujela, 2014).  Individuals high in cognitive CQ are therefore able to identify and make 
sense of similarities and differences in various cultural settings (Eisenberg et al., 
2013).  Livermore (2015) calls this capability CQ knowledge and considers it crucial to 
understanding the cultural differences (and by implication, the similarities) that would 
influence a cross-cultural project. 
 
2.3.1.2 Metacognitive CQ 
Metacognitive CQ refers to how an individual obtains and applies knowledge of other 
cultures.  This includes evaluating assumptions, interpreting actions and modifying 
perspectives regarding a given situation (Ang et al., 2006; Tujela, 2014).  Livermore 
(2015) refers to it as CQ strategy, which is essential a mental capability that assists in 
cross-cultural project planning.  It therefore involves higher order cognitive processes 
which organises cultural knowledge to improve comprehension, predict the cultural 
preferences of others and adjust mental models during cross-cultural interaction 
(Eisenberg et al., 2013; Konanahalli et al., 2014). 
 
2.3.1.3 Motivational CQ  
Motivational CQ refers to an individual’s drive to interact with and adapt to people and 
the new culture, norms and values.  It therefore alludes to whether a person enjoys, is 
interested in, and comfortable learning and applying knowledge and dealing with the 
uncertainty of a new culture (Ang et al., 2006; Earley & Ang, 2003; Tujela, 2014).  
Livermore (2015) refers to this aspect as CQ drive. This drive depends on the extent 
of enjoyment derived from cross-cultural interaction (intrinsic motivation) as well as the 
tangible rewards received for doing so (Van Dyne, Ang, & Koh, 2008 in Iskhakova, 
2018).  Individuals high in motivational CQ will therefore be able to initiate and maintain 
appropriate learning and useful behaviours in new and diverse cross-cultural 
circumstances (Eisenberg et al., 2013; Templer, Tay, & Chandrasekar, 2006). 
 
2.3.1.4 Behavioural CQ 
Behavioural CQ (called CQ action by Livermore) is a person’s capacity (developed 
through trial and error) to engage verbally and non-verbally with a new culture (Ang et 
al., 2006; Livermore, 2015; Tujela, 2014). Essentially, it is the ability to effectively draw 
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from one’s repertoire of culturally diverse behaviours as required by the cross-cultural 
situation (Eisenberg et al., 2013; Livermore, 2015).  Individuals high in behavioural CQ 
will therefore be able to respond appropriately and engage effectively during cross-
cultural interactions (Earley & Ang, 2003; Earley & Peterson, 2004).  This behavioural 
element is an essential ability for expatriates and migrants.   
 
2.3.2 Consequences of Cultural Intelligence 
Whilst Livermore (2015, p.13) acknowledges that it may not be possible for leaders to 
perfect the norms and value of every culture they come into contact with, CQ is vital 
in dealing with diverse markets, a multicultural workforce, attracting and retaining top 
talent, profitability and cost saving.  CQ has further been shown to have a positive 
effect on cross-cultural adjustment (Lin et al., 2012).  Additionally, it has been shown 
to predict cultural judgement, decision-making, cultural adaptation and task 
performance (Ang et al., 2007), which are all extremely valuable to expatriate 
adjustment. 
 
Research by Iskhakova (2018), suggests that earlier efforts to develop motivational 
CQ and cognitive CQ will hasten and enhance general adjustment.  Furthermore, a 
study by Nunes et al. (2017) revealed a positive correlation between CQ and cultural 
adaptation as well as between cultural adaptation and expatriate performance 
(therefore implying an indirect relationship between CQ and expatriate performance).  
The ability to adapt cross-culturally has a positive effect on relations between the 
expatriate and host country nationals (HCNs), as well as on their professional well-
being, which in turn positively impacts the expatriate’s performance (Kraimer, Wayne, 
& Jaworski, 2001).   
 
Although this treatise pertains mainly to CQ amongst expatriates and within cross-
cultural settings, the importance of CQ in dealing with a multicultural workforce is 
equally important.  This is particularly evident in a country like South Africa, which has 
been dubbed the ‘rainbow nation’ (Reichard et al., 2014) due to its diverse cultures.  
Leadership challenges such as ensuring effective communication and engendering 
trust become even more complex when dealing with a culturally diverse team 
(Livermore, 2015).  When culturally diverse teams are not managed properly, conflict, 
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inefficiency and poor performance may result.  CQ allows a leader to use the 
differences within a culturally diverse team to build trust, improve creativity and 
participation within teams and reach targets (Livermore, 2015). 
 
Finally, individuals who have high scores on all four dimensions of CQ, are motivated 
to continuously evaluate and interpret cultural knowledge to formulate strategies for 
appropriate cross-cultural responses (Lin et al., 2012).  
 
2.4 THE RELATIONSHIP BETWEEN CULTURAL INTELLIGENCE AND CROSS-
CULTURAL PSYCAP 
Preliminary research found a significant positive relationship between CC PsyCap, CQ 
and its four dimensions (Dollwet & Reichard, 2014).  Furthermore, regression analysis 
revealed that motivational and cognitive CQ were significantly related to CC PsyCap, 
whilst metacognitive CQ was marginally significantly related to CC PsyCap.  Finally, 
behavioural CQ failed to significantly predict CC PsyCap (Dollwet & Reichard, 2014).   
Although CC PsyCap has some overlap with CQ amongst the motivational and 
cognitive facets, the study by Dollwet and Reichard (2014) also found that CC PsyCap 
comprises unique aspects not covered by CQ, thereby giving credence to its predictive 
validity in terms of successful cross-cultural interaction. 
 
As previously mentioned, resilience encourages greater CQ by assisting individuals to 
better manage uncertainty and see the bigger picture (Clapp-Smith et al., 2007).  A 
study by Reichard et al. (2014) found support for the fact that CC PsyCap training 
resulted in significant increases in both levels of CC PsyCap and CQ.  Training effects 
for both constructs were maintained between two measurements conducted a month 
apart, providing evidence of stability over time.  
 
A limitation in the study by Dollwet and Reichard (2014), was that no analysis was 
conducted on the effect of the duration of time spent abroad on the development of 
CC PsyCap. Although this study will not measure the ‘before and after’ effects of the 
length of time spent abroad on CC PsyCap, it aims to identify relationships between 
levels of PsyCap and the length of time spent abroad. 
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2.5 RESEARCH HYPOTHESES 
Based on the literature and research questions (Chapter 2), the following preliminary 
hypotheses have been formulated and set out graphically in Figure 1 and 2: 
 
H1: CC PsyCap is positively related to CQ. 
H2:  The dimensions of CC PsyCap are positively related to the dimensions of CQ. 
H3a:  There is a significant relationship between CC PsyCap and duration of time in 
the host country. 
H3b:  There is a significant relationship between CQ and duration of time in the host 
country. 
H4a:  There is a significant relationship between CC PsyCap and the number of 
destinations an expatriate has lived or worked in.  
H4b:  There is a significant relationship between CQ and the number of destinations 
an expatriate has lived or worked in. 
H5: CC PsyCap is predictive of CQ amongst expatriates. 
H6:    CQ is predictive of CC PsyCap amongst expatriates. 
 
 
    Cross-cultural PsyCap     +            +   Cultural Intelligence              
   
      
                                                +                + 
 
 
 
 
Figure 1:  Hypothesised overall relationship and relationships between the 
dimensions of Cross-cultural PsyCap and Cultural Intelligence. 
 
Metacognitive CQ 
Cognitive CQ 
Behavioural CQ 
Motivational CQ 
 
Cross-cultural self-efficacy 
Cross-cultural hope 
Cross-cultural optimism 
Cross-cultural resilience 
 
H2 
H1 
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Figure 2:  The hypothesised relationships between the duration of time in the 
host country and the number of destinations worked / lived in and Cross-cultural 
PsyCap and Cultural Intelligence. 
 
2.6 CONCLUSION 
This chapter defined the constructs of CC PsyCap and CQ and their respective sub-
components. The potential benefits of developing these constructs were also explored, 
along with previous findings on the relationship between the two constructs.  
 
This assisted in the formulation of research questions and aims to further explore 
these constructs with specific reference to expatriates.  Chapter 3 will  cover the 
research methodology used in this study. 
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CHAPTER 3 
RESEARCH METHODOLOGY 
3.1 INTRODUCTION 
The previous chapters outlined the continued rise in expatriation, as well as the 
accompanying costs of the failure of expatriate assignments.  The development and 
theoretical background of generalisable psychological resources, such as CC PsyCap 
and CQ to enhance the process of expatriation, were then considered as a means to 
improve adaptation to new cultural environments and promote expatriate assignment 
success.  To this end, it was decided to gather data from expatriates to gain a deeper 
understanding of their current (self-reported) levels of CC PsyCap and CQ and 
examine relationships between the two constructs.  
 
Review of previous literature on the abovementioned topics resulted in the formulation 
of a number of hypotheses in Chapter 2 which will be tested in this study.  This chapter 
offers a detailed overview of the methodology employed in this study, including the 
research design, participants and sampling, measuring instruments data collection 
and data analysis techniques. 
 
3.2. RESEARCH DESIGN 
Selecting an appropriate research design is imperative in successfully answering a 
research problem, as it represents the blueprint for how the study will be conducted 
(Mouton, 2001).  A positivistic research paradigm was followed for the present study, 
as this is most often thought appropriate for quantitative research which involves 
observation, objectivity, quantifiable data and a scientific approach (Antwi & Hamza, 
2015).   
 
This research was both exploratory and descriptive in nature and followed a 
quantitative research design in the form of non-experimental, cross-sectional 
research.  An online survey was chosen for the study. 
 
The advantages of such a research design include good reliability where proper 
questionnaire construction, high construct validity and good control measures are 
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applied (Mouton, 2001).  Further advantages include speed and cost efficiency (Evans 
& Mathur, 2018).  However, limitations include lack of in-depth understanding of 
responses and the possibility of data being specific to the sample and context.  For 
the latter reason, unlike longitudinal studies, cross-sectional studies do not allow for 
the inference of causal relationships (Cherry, 2018).  The main sources of error include 
sampling error; inadequate response rate and the selection of inappropriate statistical 
techniques (Mouton, 2001).   
 
A description of the method for the study follows in the sub-sections below. 
 
3.3 POPULATION AND SAMPLE 
Two previous studies conducted by Dollwet and Reichard (2014) targeted more 
general samples of individuals sourced from a recruitment database (study one) and 
various organisational and educational settings (study two).  The present study 
specifically targeted an expatriate sample to explore whether the relationships found 
in the Dollwett and Reichard studies (2014) exist amongst an expatriate population as 
well.  The target population was therefore expatriates, whilst the accessible population 
was expatriates on social media.  Requirements for participating in the study were that 
expatriates had to be living or working outside their country of origin at the time of 
completing the questionnaire; had to have been in the host country for at least one 
year and no more than five years;  and had to be fluent in English.   
 
A non-probability sampling strategy employing convenience and snowball sampling 
was used.  Expatriates and friends of expatriates from a variety of home- and host 
countries were approached via a variety of social media platforms.  Amongst the 
researcher’s acquaintances, approximately 280 expatriates, colleagues and friends of 
expatriates were targeted on social media.  This was accompanied by a request that 
the survey be shared to further grow the targeted sample. 
 
Considering the statistical method employed (outlined in the Data Analysis section), it 
was hoped to obtain a sample size of 100 to 200 participants.  A total of 114 responses 
were received, of which 12 were incomplete.  Although the survey took less than 10 
minutes to complete, it consisted of a total of fifty-two (52) items (20 CC PsyCap items, 
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20 CQ items and 12 demographic items) and it could be surmised that the 12 
incomplete surveys were potentially as a result of the lack of accountability linked to 
online surveys.  Therefore, 102 complete responses were received (N=102) and used 
for the purposes of statistical analyses.  All percentages have been rounded to one 
decimal. 
 
As the researcher originates from South Africa, it was anticipated that the majority of 
the sample from social media would also originate from South Africa.  This turned out 
to be accurate with most respondents (73.5%) originally hailing from South Africa.  
However, the sample comprised respondents from 14 different countries.  These are 
listed in Table 3.1 along with home languages.  The majority of respondents in the 
sample listed English (71.6%) or Afrikaans (22.5%) as their home language. 
 
Table 3.1  Descriptive statistics of the sample’s (N = 102) demographic variables, 
country of origin and home language, including frequency, percentage and 
cumulated percentage.   
 
Variable      Frequency        Percentage       Cumulated 
                Percentage 
Country of origin South Africa  75  73.5   73.5 
   USA    4    3.9   77.5 
   UK    7    6.9   84.3 
   Zimbabwe   3    2.9   87.3 
   Scotland   1    1.0   88.2 
   Jordan    1    1.0   89.2 
   Philippines   1    1.0   90.2 
   Northern Ireland  1    1.0   91.2  
   Australia   4    3.9   95.1 
   Canada   1    1.0   96.1 
   Germany   1    1.0   97.1 
   New Zealand   1    1.0   98.0 
   France    1    1.0   99.0 
   Ukraine   1    1.0            100.0 
Home language  
   English  73  71.6    71.6 
   Afrikaans  23  22.5    94.1 
   Arabic     1    1.0    95.1 
   Filipino     1    1.0    96.1 
   German    2    2.0    98.0 
   French     1    1.0    99.0 
   Russian    1    1.0             100.0 
__________________________________________________________________________________________________________________________________________________________________ 
 
Table 3.2 details further descriptive statistics obtained from the study.  
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Table 3.2  Descriptive statistics of the sample’s (N = 102) demographic variables, 
including frequency, percentages and cumulated percentage.   
Variable                   Frequency         Percentage       Cumulated 
                Percentage 
Gender  Male       31       30.4  30.4  
   Female      71       69.6           100.0 
Age    
18 – 29      12       11.8  11.8 
30 – 39      42       41.2  41.2 
40 – 49      35       34.3  87.3 
50 – 59      11       10.8  98.0  
60 +         2         2.0           100.0  
Marital status 
   Single       13       12.7  12.7 
   Cohabiting        6         5.9  18.6 
   Married      75       73.5  92.2 
   Divorced         8         7.8            100.0 
   Widowed        0         0.0           100.0 
   Other         0         0.0            100.0 
Number of children 
   No children      38       37.3  37.3 
1 Child       18       17.6  54.9 
2 Children      31       30.4  85.3 
3 + Children      15       14.7           100.0 
Highest Qualification 
   High School Diploma       9         8.8    8.8 
   Apprenticeship       0         0.0               8.8 
   Certificate      10         9.8  18.6 
   Undergraduate Degree.  80       78.4           100.0 
   Postgraduate Degree       0         0.0           100.0 
   Other         0         0.0           100.0 
Number of other  
Languages spoken 0 Other languages     19       18.6  18.6 
   1 Other language     56       54.9  73.5 
   2 Other languages     21       20.6  94.1 
   3 + Other languages       6         5.9           100.0 
Duration in  
current country Between 0 – 1 years     15       14.7  14.7 
   Between 1 – 2 years     14       13.7  28.4 
   Between 2 – 3 years     14       13.7  42.2 
   Between 3 – 4 years     16       15.7  57.8 
   Between 4 – 5 years     43       42.2           100.0 
Number of countries 
lived or worked in 1 Country      49       48.0  48.0 
   2 Countries      22       21.6  69.6 
   3 Countries      15       14.7  84.3 
   4 + Countries      16       15.7.                    100.0 
Duration of stay in  
other locations Between 0 – 1 years.      29       28.4  28.4 
   Between 1 – 2 years     10         9.8  38.2 
   Between 2 – 3 years     10         9.8  48.0 
   Between 3 – 4 years     12       11.8  59.8 
   Between 4 – 5 years     39       38.2  98.0 
   Answer omitted       2         2.0           100.0 
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Almost 70% of respondents were female, whilst respondents in the sample were 
predominantly between the ages of thirty and forty-nine (75.5%).  Most of the 
respondents in the sample were married (73.5%), with the next biggest group, in terms 
of relationship status, being single expatriates (12.7%).  The majority of respondents 
indicated that they have 1 or more children (62.7%), whilst the remainder (37.3%) had 
no children.  More than half of the respondents in the sample have lived or work in two 
or more countries other than their home country (52%), whilst the rest have only work 
in one country other than their country of origin (48%).  The rest of the demographic 
information is detailed in Table 3.2. 
 
3.4 MEASURING INSTRUMENTS 
A composite questionnaire comprising of the Cross-cultural PsyCap Scale (CC 
PsyCap Scale) and the Cultural Intelligence Scale (CQS) was used to measure CC 
PsyCap and CQ levels respectively.  The factorial validity and internal consistency of 
the CC PsyCap scale has been confirmed in two previous studies (Dollwet & Reichard, 
2014), whilst the validity and reliability of the more established Cultural Intelligence 
Scale (CQS) has also previously been demonstrated (Ang et al., 2006; Dollwet & 
Reichard, 2014).  The questionnaire also included a section on demographic variables.  
The measuring instruments are discussed in more detail below.  
 
3.4.1 Cross-cultural PsyCap Scale 
CC PsyCap was measured utilising a scale developed and validated by Dollwet and 
Reichard in 2014 (Appendix A).  The self-report measure comprises four subscales, 
namely cross-cultural self-efficacy, cross-cultural hope, cross-cultural optimism and 
cross-cultural resilience.  The scale was adapted from the original PsyCap measure 
by adapting each statement to suit a cross-cultural environment and initially contained 
34 items (Dollwet & Reichard, 2014).  An initial study and subsequent analysis 
(including use of the Q-sort method, confirmatory factor analysis and regression 
analysis) revealed that fourteen of the items did not appropriately capture the construct 
of CC PsyCap and were removed.  As a result, the reduced and final version of the 
measure contains 20 items (Dollwet & Reichard, 2014).   
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The 20 items are rated on a seven-point Likert-scale with a range of one (1) (strongly 
disagree) to seven (7) (strongly agree).  It contains a total of four items relating to 
cross-cultural hope, nine items relating to cross-cultural self-efficacy, four items 
relating to cross-cultural optimism and three items relating to cross-cultural resilience 
(Dollwet & Reichard, 2014).  Examples of the subscales include:  “I can think of many 
ways to reach my goals when interacting with individuals from different cultures” for 
cross-cultural hope; “I feel confident when interacting with individuals from different 
cultures for cross-cultural self-efficacy”; “I am optimistic about my future cross-cultural 
interactions” for cross-cultural optimism; and “When I interact with individuals from a 
different culture, I am able to successfully overcome many challenges” for cross-
cultural resilience. 
 
In terms of reliability, the final 20-item measure showed an overall Cronbach’s alpha 
(a) of .94, indicating a high internal consistency.   Cronbach’s alpha for the subscales 
ranged from .79 to .91.   The measure was further validated in a second study which 
yielded a Cronbach’s alpha of .95 overall.  The Cronbach’s alpha for the sub-scales 
were .80 for cross-cultural hope, .91 for cross-cultural self-efficacy, .82 for cross-
cultural optimism and .92 for cross-cultural resilience.  Confirmatory factor analysis 
(CFA) further confirmed that the 20-item four-factor model of CC PsyCap was a good 
fit for the data, whilst regression analysis supported the higher-order structure of CC 
PsyCap in both studies, boding well for the generalisability of the measure.   
Permission was obtained from the developers to utilise the measure (outlined in the 
Procedure section of this chapter).   
 
3.4.2 Cultural Intelligence Scale (CQS) 
CQ was assessed by means of the 20-item four-factor Cultural Intelligence Scale 
(CQS) (Van Dyne, 2005; Van Dyne, Ang, & Koh, 2009).  It was initially based on the 
four-factor structure of intelligence and then adapted and validated.  The 20 items are 
rated on a seven-point Likert-scale with a range of one (1) (strongly disagree) to seven 
(7) (strongly agree).  The scale is a self-report measure which contains four 
metacognitive CQ items, six cognitive CQ items, five motivational CQ items and five 
behavioural CQ items (Van Dyne, 2005; Van Dyne et al., 2009).  Examples of the 
items on each dimension are: “I am conscious of the cultural knowledge I use when 
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interacting with people with different cultural backgrounds” for metacognitive CQ; “I 
know the rules for expressing non-verbal behaviours in other cultures” for cognitive 
CQ; “I am confident that I can socialise with locals in a culture that is unfamiliar to me” 
for motivational CQ; and “I use pause and silence differently to suit different cross-
cultural situations” for behavioural CQ. 
 
CFA across five different studies confirmed a robust and significant four-factor 
structure, whilst nested model comparisons confirmed it was superior to alternative 
models (Van Dyne et al., 2009).   It was further shown that the model is stable across 
samples, time and across countries (the four-factor structure held in both the United 
States and Singapore, which points towards generalisability across countries) (Ang et 
al., 2006; Van Dyne et al., 2009).  In one of the five studies, the measure was shown 
to have discriminant validity when compared to cognitive ability, emotional intelligence, 
Cultural Judgement and Decision Making (CJDM), interactional adjustment,  Cross-
cultural Adaptability Inventory (CCAI), mental well-being  and the Big Five Personality 
Traits / Five Factor Model (FFM) (Ang et al., 2006; Van Dyne et al., 2009).  In addition, 
CQS was shown to have incremental validity in predicting CDJM, interactional 
adjustment and mental well-being. 
 
From a reliability perspective, the measure was also shown to have relatively high 
internal consistency with Cronbach’s alpha ranging from .70 – .89 for metacognitive 
CQ, .80 – .89 for cognitive CQ, .71 – .87 for motivational CQ and .82 - .83 for 
behavioural CQ.  Overall CQ yielded a Cronbach’s alpha of .78 - .92. (Ang ,Van Dyne, 
& Koh, 2007; Dollwet & Reichard, 2014; Van Dyne et al., 2009). 
 
No permission was required for use of the CQ measure, which could be accessed 
online (Van Dyne, 2005).  The reliability statistics for the present study will be 
discussed in Chapter 4. 
 
3.5 ETHICAL CONSIDERATIONS 
A prominent ethical challenge when collecting data on social media is that the 
boundary between which information belongs to the participant and which to others, 
(for example, content such as tagged pictures, videos and messages) is unclear.  The 
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second is the vague boundary between public and private information (for example, 
some basic profile information is available to everyone) (Kosinski, Matz, Gosling, 
Popov, & Stillwell, 2016; McKenna & Gray, 2018).  However, neither of these 
challenges was applicable to this study as it did not draw information which was 
publicly available on a social media platform (McKenna & Gray, 2018).  Rather, 
participants had to click on a link to complete the composite questionnaire if they chose 
to participate in this study.  The answers were then stored on a secure server.   
 
Other ethical considerations for the study included the anonymity of respondents, 
gaining the informed consent of respondents (participation had to be on a voluntary 
basis), avoiding harm to participants, explaining potential benefits of the study and the 
ownership of research data (Smith, 2003).  In order to mitigate risks in the 
abovementioned regards, details of the study were clearly communicated to 
participants.  The anonymity of participants was guaranteed through the use of an 
electronic survey tool and assurance was given to potential participants that findings 
were only for academic publication.  The questionnaire further included a statement 
relating to the ownership of data, indicating that the data is the property of Nelson 
Mandela University (NMU).  With regards to voluntary participation in the study:  a 
statement to potential participants was included to indicate that completion of the 
questionnaire would demonstrate automatic consent to participate in the study.  
Potential participants were also informed that they were free to exit the questionnaire 
at any stage if they wished to discontinue.   
 
3.6 PROCEDURE 
 The data gathering and analysis procedure directly impacts the validity and reliability 
of a study and must therefore be done in a systematic and ethical manner.   The 
procedure for this study is documented in detail in the sections that follow. 
 
3.6.1 Data Collection 
 Prior to the commencement of the data collection phase, permission had to be 
obtained for use of the CC PsyCap measure.  To this purpose, a formal request 
(Appendix C) was sent to Rebecca Reichard, one of the researchers responsible for 
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adapting and validating the CC PsyCap scale (Dollwet & Reichard, 2014).  She 
responded stating that the measure was freely available for use (see Appendix D).  No 
permission was required for use of the CQ measure, which could be accessed online 
(Van Dyne, 2005).   
 
As previously stated, the CC PsyCap Scale (Appendix A) and the CQS (Appendix B) 
were used to measure respondents’ CC PsyCap and CQ respectively.  These 
measures were captured in a composite questionnaire on an electronic survey tool 
along with a section for demographic information.  Information such as how long each 
individual has been living or working in their current country and how many countries 
they had lived or worked in were included.  Once the questionnaires had been 
captured and the survey created, the survey tool created an URL which is located in 
a secure database.   An initial test was sent to a four contacts (independent of the 
study) to ensure the link was fully functional and to ensure that all instructions were 
clear and all information was captured accurately.  Thereafter, the data set was 
cleared in preparation for the commencement of the data collection.  
 
A non-probability sampling strategy employing convenience and snowball sampling 
was used, as the researcher did not have access to a large group of expatriates.  
Expatriates, as well as colleagues and friends of expatriates, were targeted on social 
media.  This was accompanied by a request that the survey be shared to further grow 
the targeted sample. 
 
The decision to collect data via social media platforms was largely based on 
convenience and the fact that it is difficult to access a large number and diverse group 
of expatriates across organisations and countries simultaneously.  Snowball sampling 
is a particularly efficient and cost effective way to use the participant pool of a social 
media platform.  A survey or questionnaire can be easily incorporated into the platform 
by adding a HTML code (Kosinski et al., 2016).  If enough of these users recruit their 
friends to participate in a study, the result could be a self-sustaining study with a rapid 
growth in sample size (Kosinski et al., 2016).  In addition, online surveys are quick and 
inexpensive, provide unlimited geographic coverage and contain fewer processing 
errors (Evans & Mathur, 2018). 
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Disadvantages include the fact that the initial participants are likely to 
disproportionately influence the sample composition (as people tend to interact with 
individuals that are similar to themselves).  However, given enough participants this 
drawback can be minimised by the size and diversity of the social media platform 
population (Kosinski et al., 2016).  A further disadvantage of online surveys is that the 
respondents’ sense of accountability may be reduced as there is no face-to-face 
contact with the researcher.  However, this is applicable to paper-based surveys as 
well.  Self-report measures are also often criticised for response bias such as 
impression management, for example socially desirable responses and self-
deception, for example, self-enhancement (Paulhus & Vazire, 2007).  It was hoped 
that anonymity of respondents would mitigate these concerns. 
 
Lastly, as respondents are likely to come from diverse backgrounds, cultural and 
linguistic differences may influence responses (Kosinski et al., 2016).  However, in this 
study, the majority of respondents speak English as a first language, which potentially 
assisted in minimising this effect.  Fluency in English was therefore a requirement to 
complete the survey (Dollwet & Reichard, 2014). 
 
Data collection commenced in March 2018.  The link, along with an explanation (an 
example is attached as Appendix G), was communicated to the initial 280 contacts via 
various social media platforms, including Facebook, WhatsApp and e-mail.   
 
Furthermore, an expatriate website with more than two million members was 
approached to participate in the study by means of a formal request on Nelson 
Mandela University (NMU) letterhead (Appendix E).  The researcher requested that 
the survey link be posted on one or more of the forum’s communication platforms to 
enable members to participate.  To encourage this organisation to consider 
participating, the researcher undertook to provide a summarised report of the findings 
which could be shared with members via social media.  However, the forum responded 
stating that the only way to post the link, was for the researcher to register and then 
post a thread on the expatriate forum (Appendix F).  Following registration, the link 
was shared on the expatriate website so that members could participate.   
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Respondents were able to access the survey via the link on the various social media 
platforms.   The URL (on all social media platforms) was accompanied by a clear, 
concise explanation of the purpose, potential benefits and other issues around consent 
and applicable time lines of the study.  Respondents were then able to voluntarily 
complete these electronic questionnaires as well as share them with other people who 
would be suitable to participate in the study.      
In view of the type of data analyses necessary in this study (section 3.6.2), including 
CFA, minimum sample size had to be considered.  While some researchers have 
demonstrated that samples as small as N = 50 can adequately avoid convergence and 
bias issues (Jackson, Voth, & Frey, 2013), others recommend greater sample sizes to 
achieve sufficient power to detect an effect.  Recommendations range from a minimum 
sample size of N > 100 (Boomsma, 1985; Marsh & Hau, 1999) to N > 200 for a CFA 
model with 3 to 4 indicators per factor.   Another rule of thumb for CFA is the ratio of 
cases to free parameters (N:q), where 10:1 is considered a minimum and 20:1 a 
commonly accepted ratio (Kline, 2016; Schumacker & Lomax, 2015).  In general, the 
consensus seems to be 100 – 200 responses.  In light of this, a sample of 100 was 
considered adequate and a sample exceeding 200 considered desirable for the 
present study. 
The survey was active for a period of six weeks and was shared multiple times on the 
various platforms.  Although it was initially thought that three weeks would be 
sufficient, it was extended by three weeks to encourage further responses.  The survey 
was closed with a total of 102 complete responses.  Once completed and submitted, 
the information for each survey was securely stored, easily available for retrieval and 
analysis.   
 
3.6.2 Data Analysis 
After exporting data contained in the electronic survey tool to Microsoft Excel, fields 
were appropriately labelled and data cleaned before statistical analyses commenced.  
IBM SPSS Statistics 25 was used for the required analyses, which are outlined below. 
 
Descriptive statistics were calculated on the demographic variables to obtain an 
overview of the profiles of the respondents.  Further descriptive statistics, including the 
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mean, median, standard error and standard deviation were calculated to analyse both 
the overall and dimensions of CC PsyCap and CQ amongst the respondents. 
 
As the measuring instruments were obtained from validated scales and are therefore 
theoretically derived, the reliability and validity of each factor needed to be assessed 
in relation to the data obtained.  Firstly, reliability was evaluated by calculating 
Cronbach’s alpha coefficients for each of the scales and subscales.  Construct validity 
was then assessed through conducting CFAs for both measures to test the 
relationships between the items comprising the two constructs (CC PsyCap and CQ) 
and to assess whether the factor structures were a good fit for the data collected in 
the expatriate sample. 
 
Whereas exploratory factor analysis (EFA) is data driven, CFA is theory / hypothesis 
driven.  CFA was thought most appropriate as these procedures focus on identifying 
misfitting parameters in the originally hypothesised model and seek to establish the 
extent to which items designed to measure a specific factor, actually do so.  CFA is 
appropriate where measures have been fully developed and their factor structures 
validated (Byrne, 2010), as is the case with both the CC PsyCap Scale and CQS.   
 
There are a large variety of goodness of fit indices available which indicate how well 
the model fits the data in a particular sample and literature differs on the acceptable 
cut-off values for the respective indices.  However, it is generally advised to use three 
to four of these indices.  Some researchers recommend using at least one fitness 
index from each category of model fit, namely Absolute Fit, Incremental Fit and 
Parsimonious Fit (Hair, Black, Babin, & Anderson, 2010).  For the present study, it was 
decided to include Chi-Square (χ2), its degrees of freedom (df) and p-value, the ratio 
of the Chi-Square statistic (χ2/df), the RMSEA, the SRMR, and the CFI.   
 
The Chi-square (χ2) p-value should be insignificant (greater than 0.05), whilst 
regression weights should be significant (less than 0.05).  Considering Chi Square’s 
sensitivity to sample size (Byrne, 2010), the ratio of the Chi-Square statistic (χ2) and 
its df were used to assess model fit, where a χ2/df below three indicates a good model 
fit, five indicates an acceptable fit and values close to or below two reflect a very good 
fit (Tabachnick & Fiddell, 2007; Wheaton, Muthen, Alwin, & Summers, 1977).  
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In terms of cut-off, it is generally recommended that a RMSEA below .08 indicates a 
good fit.  Furthermore, values of .01, .05 and .08 are often considered to indicate 
excellent, good and mediocre fit, respectively (MacCallum, Browne & Sugawara, 
1996).  The SRMR is an absolute measure of fit.  Values usually range between 0 and 
1, with 0 indicating perfect fit, values below .08 indicating good fit (Diamantopoulous 
& Siguaw, 2000; Hu & Bentler, 1999).  A CFI value greater than .90 or.95 is considered 
an acceptable or good fit respectively (Diamantopoulous & Siguaw, 2000; Hu & 
Bentler, 1999).  In summary, model fit indices should ideally be the following: χ2/df <= 
3, SRMR <= 0.08, CFI >= 0.95 and RMSEA <= 0.08. 
 
The measurement models for CC PsyCap and CQ were adapted following the CFA 
and 1 item deleted from the CC hope subscale.  Once the factors were deemed 
appropriate, Pearson correlation coefficients were calculated and used in the 
correlation matrix.  This was used to determine the relationships between the factors. 
 
Simple linear- and multiple regression analyses were performed to further examine 
possible predictive relationships between CC PsyCap, CQ and their respective 
components based on the research hypotheses.  Furthermore, Pearson’s product-
moment correlation analyses were conducted to determine whether significant 
relationships existed between CC PsyCap and CQ (and between their respective 
subcomponents).  Spearman’s Rho correlation analyses explored relationships 
between the duration of stay in a particular destination and the levels of CC PsyCap 
and CQ as well as between the number of destinations and the levels of CQ and CC 
PsyCap. 
 
Data were analysed to ascertain whether differences existed in CC PsyCap and CQ 
levels based on the various demographic variables.  A Shapiro-Wilk test was 
conducted to test for normal distribution in the present sample.  Where the Shapiro-
Wilk test revealed significant results, data was not normally distributed and a Kruskal-
Wallis test was conducted.  In cases where data was found to have a normal 
distribution, either an independent t-test (in the case of demographic variables with 
only two categories) or an analysis of variance (ANOVA) (in the case of demographic 
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variables with three or more categories) was performed to test for statistically 
significant differences between the means of these groups.    
The independent t-test’s assumption of equal variances was tested using the Levene’s 
test.  Where the Levene’s test yielded a non-significant result, indicating homogeneous 
variances, Cohen’s d (dCohen) was used to indicate effect size of the difference between 
the two groups (for example, male and female).  Wherever the Levene test showed 
heterogeneity in the variances, the t-test was calculated using an un-pooled variance 
and the degrees of freedom adjusted.   A Mann-Whitney U post-hoc test was then 
performed to confirm the result and effect size indicated using r. 
Where the ANOVA revealed differences, Eta squared (η2) was calculated to indicate 
effect size.  This was followed by a post-hoc Tukey test performed to ascertain where 
significant differences existed.  Similarly, in the case of differences for Kruskal-Wallis, 
Epsilon-squared (ε2) was used to indicate effect size.  This was followed by a Mann-
Whitney U test to check where significant differences existed. 
 
3.7 CONCLUSION 
  This chapter outlined the research methodology for the study, including the research 
design and measurement instruments utilised in the present study.  It further 
considered relevant ethical considerations and how to address these.  Finally, it 
outlined the data collection and analyses procedures employed in the study.  It aimed 
to do so in a coherent and systematic manner to ensure the delivery of  valid and 
reliable results.  The next chapter will discuss the findings of the study in detail. 
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CHAPTER 4 
RESULTS 
4.1 INTRODUCTION 
The previous chapter outlined the methodology used in the present study.  Chapter 4 
presents the results of the data analysis.  Descriptive statistics were utilised to 
describe the sample and thereafter the relationships between the constructs and their 
respective subcomponents examined by analysing correlations and conducting 
regression analysis.  Overall, the descriptive and inferential statistics were therefore 
used to accept or reject the stated hypotheses.  The results are presented in the 
sections below. 
 
4.2 RELIABILITY OF MEASURES 
This section considers the reliability of the measuring instruments in this study.  
Cronbach’s alpha coefficients were calculated for the CC PsyCap Scale and CQS, as 
well as the respective subscales to assess the internal consistency of the measuring 
instruments.  Item-total statistics were considered to ensure items correlated with the 
overall score from the scale.  Factor analysis was used to determine whether any of 
the items were problematic and whether the removal of these items could improve 
overall reliability.  One item was removed from the CC PsyCap scale.  Table 4.1 shows 
the original and adjusted Cronbach’s alphas for the subscales.  The factor structures 
were also adapted based on the results of the CFAs (see section 4.3). 
Researchers usually view a Cronbach’s alpha coefficient of .70 as a minimum score 
for reliability, although .60 may be acceptable in exploratory research (Hair et al., 2010; 
MacCallum, Rosnowski, Mar, & Reith, 1994; Taber, 2017).  In general, an instrument 
with a Cronbach’s alpha coefficient of .60 is considered to have average reliability, 
whilst instruments with a coefficient of .70 and above are considered to be highly 
reliable (George & Mallery, 2003; Hair et al., 2010). 
Table 4.1 illustrates that prior to the removal of the fourth item on the hope subscale, 
the internal consistency was below .60 (a = .53) for that subscale.  Subsequent to the 
removal, the reliability improved somewhat (a = .65).  The only subscales in the 
adjusted measurement instruments that were below .70, were the hope subscale (a = 
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.65) and the metacognitive CQ subscale (a = .68), which may still be considered 
acceptable.  All other Cronbach’s alpha values for the constructs being studied are 
above .70.   
Table 4.1 Reliability of the measuring instruments and their subscales for this 
sample.   
Subscale       Cronbach’s       Number of     Adjusted Cronbach’s        Adjusted  
           alpha (a)             items                 alpha (a)                    number of  
                    items 
CC PsyCap Scale 
Hope   .53  4  .65   3 
Self-efficacy  .86  9  .86   9 
Optimism  .83  4  .83   4 
Resilience  .79  3  .79   3 
Overall CC PsyCap     .90             19 
 
CQS 
Metacognitive      
CQ   .68  4  .68   4 
Cognitive CQ  .85  6  .85   6 
Motivational CQ  .84  5  .84   5 
Behavioural CQ  .81  5  .81   5 
Overall CQ      .86             20 
 
It is evident from Table 4.1 that both the adjusted CC PsyCap Scale (a = .90) and the 
adjusted CQS (a = .86) display high reliability in the present sample. 
Item-total correlations (Pearson’s correlation coefficient) with values below .30 (r <. 
30) are considered problematic as these items do not correlate well with the scale 
overall (Cristobal Flavián & Guinalíu, 2007; Field, 2005).  The item to total correlations 
for the new measurement models of CC PsyCap and CQ are discussed in the next 
section. 
 
4.2.1 Item-total statistics for the adapted Cross-cultural Psychological Capital 
Scale and subscales 
Item to total statistics were calculated for the CC PsyCap Scale and its applicable 
subscales. The table below highlights these results.  
 
Hope:  As is evident from Table 4.1, the internal consistency of the CC hope subscale 
increased from a = .53 (4 items) to a = .65 (with 3 items), which indicates that the 
measure is somewhat reliable.  This subscale has the lowest reliability of all the 
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subscales.  A possible reason for this is that the subscale is only comprised of three 
items.  Removing H1 or H3 could have increased reliability somewhat, but that would 
have reduced the number of items in the subscale to two.  Raubenheimer (2004) 
recommends that a minimum of three items per factor must load significantly onto 
every factor of a multi-dimensional scale.  Item-total correlations are between .37 and 
.68 (see Table 4.2), demonstrating that all items correlate with the total scale to a good 
degree.  It was therefore decided to refrain from further reducing the number of items 
in the subscale. 
 
 Table 4.2  Item-total statistics for the CC PsyCap subscales. 
 
Subscale Item      Scale Mean if      Scale Variance        Corrected         Cronbach’s 
         Item Deleted        if Item Deleted        Item-Total     Alpha (a) if Item 
           Correlation            Deleted 
 
Hope 
H1  10.80  3.84          .37  .70 
H2  10.79  3.37          .68  .26 
H3  10.87  4.41          .38  .66 
 
Self-Efficacy 
  SE1  46.72  25.12          .54  .85 
  SE2  47.10  24.92          .55  .85 
  SE3  47.44  23.93          .62  .84 
  SE4  47.05  25.89          .52  .85 
  SE5  46.46  25.93          .66  .84 
  SE6  46.62  25.84          .65  .84 
  SE7  46.80  25.37          .61  .84 
  SE8  46.83  25.63          .55  .84 
  SE9  46.94  25.38          .59  .84 
Optimism 
  OPT1  16.95  6.54          .64  .79 
  OPT2  16.06  8,37          .66  .79 
  OPT3  16.24  7.29          .74  .75 
OPT4  16.67  6.62          .64  .79  
Resilience 
  RES1  11.49  2.04          .73  .61 
  RES2  11.40  2.05          .68           .66 
  RES3  11.60  2.70          .51  .84 
 
 
Self-efficacy:  The self-efficacy subscale of the CC PsyCap Scale appeared to have 
good internal consistency (a = .86, see Table 4.1).  Table 4.2 shows that all items 
appear to be worthy of retention (the deletion of further items would not have improved 
reliability).  Item-total correlations range between .42 to .66, signifying that all items 
correlate with the total scale to a good degree.  Therefore, all the items listed in the 
table were retained in the subscale.  
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 Optimism:  Table 4.1 shows that the Cronbach’s alpha for the CC optimism subscale 
was .83 (with 4 items), indicating that it is a reliable measure.  As can be seen from 
Table 4.2, the removal of further items would not have improved the reliability of the 
subscale.  Item-total correlations are between .65 and .74 signifying that all items 
correlate with the total scale to a good degree.  There are thus no problematic items 
and all items in the subscale were considered worthy of retention. 
 
 Resilience:  The CC resilience subscale displayed good internal consistency (a = .79, 
see Table 4.1), indicating that it is a reliable measure.  Table 4.2 shows that removing 
RES3 could have increased reliability slightly, but that would have reduced the number 
of items in the subscale to two, which is below the recommended three items 
(Raubenheimer, 2004).  Item-total correlations are between .51 and .73 demonstrating 
that all items correlated with the scale to a good degree and that these items hang 
together well to measure resilience.  Therefore, no further items were removed. 
  
 Table 4.3  Item-total statistics for the adjusted CC PsyCap Scale. 
 
Item        Scale Mean if        Scale Variance              Corrected      Cronbach’s 
         Item Deleted                  if Item Deleted              Item-Total        Alpha (a) if         
       Correlation      Item Deleted 
 
 H1  102.76   117.65   .18   .91    
 H2  102.75   113.06   .42   .90 
 H3                  102.83   113.17   .42   .90 
 SE1  102.17   112.97   .49   .90 
 SE2  102.55   110.45   .61   .89 
 SE3  102.89   109.68   .61   .89 
 SE4  102.50   115.60   .41   .90 
 SE5  101.91   115.53   .52   .89 
 SE6  102.07   114.46   .57   .89 
 SE7  102.25   110.81   .70   .89 
 SE8  102.28   113.79   .51   .89 
 SE9  102.39   113.50   .54   .89 
 OPT1  103.18   106.62   .64   .89 
 OPT2  102.28   111.45   .72   .89 
 OPT3  102.46   109.93   .66   .89 
 OPT4  102.89   109.25   .54   .89 
 RES1  102.44   111.12   .68   .89 
 RES2  102.35   111.32   .65   .89 
 RES3  102.55   112.98   .65   .89 
_________________________________________________________________________________ 
Adjusted CC PsyCap:  As per Table 4.1, the Cronbach’s alpha for the adjusted CC 
PsyCap Scale was .90 (with 19 items), signifying that it is a highly reliable measure.  
Table 4.3 summarises the item-total statistics for the Adjusted CC PsyCap subscale.  
Item to total correlations were all above .41 (ranging between .41 and .72), with the 
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exception of H1, which was .18 (highlighted in bold).  Removing this item would have 
reduced the number of items in the hope subscale to two, which is below the 
recommended three items (Raubenheimer, 2004).  Removing any of the items from 
the measuring instrument would not substantially have increased the overall reliability 
of the CC PsyCap scale.  All items listed in the table were considered worthy of 
retention.   
 
4.2.2 Item-total statistics for the adapted Cultural Intelligence Scale and 
subscales 
 
Item to total statistics were calculated for the CQS and its applicable subscales. Table 
4.4  highlights these results.  
  
Table 4.4  Item-total statistics for the CQS subscales. 
 
Subscale   Item      Scale Mean if      Scale Variance   Corrected        Cronbach’s 
          Item Deleted       if Item Deleted          Item-Total        Alpha (a) if 
  Correlation          Item Deleted 
 
Metacognitive 
CQ    MC1  17.55  2.93          .53  .62 
  MC2  17.53  3.08          .51  .68 
  MC3  17.66  3.24          .50  .57 
  MC4  17.82  3.24          .32  .71 
Cognitive CQ 
    COG1  23.82  24.70          .56  .84 
    COG2  24.21  21.95          .57  .85 
    COG3  23.24  25.11          .71  .82  
    COG4  23.56  23.16          .74  .81 
    COG5  23.53  23.22          .70  .82 
    COG6  23.51  24.29          .64  .83 
Motivational CQ 
    MOT1  23.57  9.95          .60  .82 
    MOT2  23.81  9.62          .72  .79 
    MOT3  23.76  9.41          .75  .79 
    MOT4  24.09  8.50          .69  .81 
    MOT5  23.63            11.01          .52  .84 
Behavioural CQ 
    BEH1  21.80            13.76          .48  .81 
    BEH2  21.94            12.71          .64  .76 
    BEH3  21.48            14.99          .61  .78 
    BEH4  21.94            12.33          .67  .75 
    BEH5  22.52            11.92          .64  .76 
  
Metacognitive CQ:  The metacognitive CQ subscale of the CQS appeared to have 
acceptable internal consistency (a = .68, see Table 4.1), which indicates that the 
measure is somewhat reliable.  Corrected item-total correlations all exceed .30, 
indicating that all items correlated with the total scale to a good degree.  As is evident 
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from the Table 4.4, the exclusion of item MC4 would have increased the overall 
reliability of the metacognitive CQ subscale to a = .71.  However, as the corrected 
item-total exceeds .30 and the potential improvement in reliability is relatively small, 
item MC4 was retained.   All other items listed in the table were considered worthy of 
retention.  
 
 Cognitive CQ:  The cognitive CQ subscale of the CQS displayed good internal 
consistency  (a = .85, see Table 4.1), signifying its reliability as a measure.  Table 4.4 
shows that item-total correlations ranged between .56 and .74, implying a moderate 
to strong correlation and suggesting a substantial relationship between the items and 
the total CQS.  The removal of further items would not have increased overall reliability 
of the cognitive CQ subscale, which is why all items remained as listed in the table. 
 
Motivational CQ:  The motivational CQ subscale of the CQS displayed good internal 
consistency (a = .84, see Table 4.1), indicating that it is a highly reliable measure.  
Table 4.4 reveals that item-total correlations all ranged between .52 and .75, 
demonstrating a moderate to strong correlation and suggesting a substantial 
relationship between the items in the subscale and overall construct being measured.  
The exclusion of further items would not have increased overall reliability.  All items 
were considered worthy of retention. 
 
 Behavioural CQ:  Table 4.1 shows that the Cronbach’s alpha for the behavioural CQ 
subscale was .81 (with 5 items), signifying that it is a reliable measure.  As is evident 
from Table 4.4, item-total correlations all ranged between .48 to .67 (a moderate 
correlation), demonstrating a substantial relationship between the items in the 
subscale and the overall construct being measured.  Exclusion of any of the items 
listed in the table would not have improved overall reliability and therefore all items 
listed were retained. 
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Table 4.5  Item-total statistics for the CQS.  
 
Item       Scale Mean if        Scale Variance            Corrected                    Cronbach’s 
         Item Deleted        if Item Deleted             Item-Total        Alpha (a) if 
               Correlation       Item Deleted 
 
 MC1  103.06   120.71   .36        .85    
MC2  103.04   123.33   .23   .86 
MC3  103.17   120.06   .46   .85 
MC4  103.33   120.62   .33   .85 
COG1  104.48   115.44   .40   .85 
COG2  104.86   109.78   .45   .85 
COG3  103.89   113.58   .62   .84 
COG4  104.22   115.02   .43   .85 
COG5  104.19   109.80   .62   .84 
COG6  104.17   111.96   .56   .85 
MOT1  102.88   118.22   .40   .85 
MOT2  103.13   115.58   .57   .85 
MOT3  103.08   115.18   .58   .85 
MOT4  103.40   112.84   .54   .85 
MOT5  102.94   119.80   .39   .85 
BEH1  103.41   114.76   .43   .85 
BEH2  103.55   114.63   .45   .85 
BEH3  103.09   120.44   .36   .85 
BEH4  103.55   115.52   .40   .85 
BEH5  104.13   114.23   .41   .85 
 
 Overall CQ:  Table 4.1 reflects that, overall, the Cronbach’s alpha for the CQS was 
.86 (with 20 items), signifying that it is a very reliable measure.  Item to total 
correlations were all .33 and above (with the exception of MC2, which was .23, 
highlighted in bold).  However, the item-total correlation for MC2 was .51 when 
calculating this statistic for the subscale.  This, together with the fact that in removing 
MC2 would have reduced the number of items in the metacognitive CQ subscale to 
three, which is the minimum recommended number of items (Raubenheimer, 2004) 
informed the decision to retain the item.  Removing any of the items from the 
measuring instrument would not substantially have increased the overall reliability of 
the CQS (see Table 4.5).  All items listed in Table 4.5 therefore remained in the 
measurement instrument. 
 
 Both the adjusted CC PsyCap Scale and the CQS along with their respective 
subscales are considered to be reliable.  The adjusted instruments will be used for the 
discussion of results. 
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4.3 VALIDITY OF MEASURES 
CFA was performed to established whether the original measurement model fitted the 
data of the expatriate sample.  The factor was constructed based on the conceptual 
(original) model and the analysis then run by imposing the model on the data using 
maximum likelihood estimation in IBM SPSS AMOS software. 
  
The results were interpreted according to the guidelines set out in section 3.7.2 (Data 
analysis).  One must remain cognisant of the fact that these guidelines are ideal 
situations to test the model fit and are not always possible in reality.  All CC PsyCap 
and CQS subscales were tested for validity and modified to improve fit where 
necessary.  Once modifications were made, CFAs were run for overall CC PsyCap 
and overall CQ respectively.  The results of the CFAs are set out in Table 4.6. 
 
Table 4.6  Results of confirmatory factor analyses for the CC PsyCap Scale and 
CQS. 
___________________________________________________________________ 
Model       χ2  df χ2    RMSEA        SRMR  CFI 
       df 
    CC PsyCap 
1  Hope    12.03**  2 6.02        .22  .10   .86 
2  Hope        .000  0 _         _  0             1.00 
  
1  Self-efficacy 109.18*** 27 4.04        .17  .08  .77 
2  Self-efficacy   56.49*** 24 2.35        .12  .06  .91 
 
1  Optimism     5.29   2 2.64        .13  .03  .98 
 
1  Resilience       .000  0 –         –  0            1.00 
    
Overall  242.50**         145 1.67        .08  .09  .89 
     CQS 
1  Metacognitive 
  CQ      4.05   2 2.02        .10  .04  .97 
    
1  Cognitive CQ   22.67   9 2.52        .12  .05  .95 
  
1  Motivational CQ     6.79   5 1.36        .06  .03  .99 
 
1  Behavioural CQ   24.04***  5 4.81        .19  .08  .89 
2  Behavioural CQ     9.03    4 2.26        .11  .06  .97 
 
  Overall   252.10***       165 1.53        .07  .09              .89 
 
Note. Model 1 refers to CFA without modifications.  Model 2 refers to CFA with modifications. CFA of 
Overall PsyCap refers to the measure with modified subscales. **p<.01,***p<.001. Where no probability 
level could be computed, X2/df and RMSEA values are indicated with _. 
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4.3.1 Validity of the Cross-cultural Psychological Capital Scale and subscales 
The results of the CFAs for CC PsyCap are as follows: 
CC hope:  The 4-item hope subscale did not reveal a good fit, with χ2/df = 6.02, 
RMSEA = .22, SRMR = .10 and CFI = .86.  In addition, item 2 exhibited a negative 
variance.  Table 4.6 shows that model fit was improved by removing item 4, as the 
standardised regression weight (-.005) did not exceed the required level (.40).  After 
modification χ2 = .000, indicating that the observed data and actual data are almost 
identical and the model is saturated.  Although neither the χ2/df  or RMSEA could be 
calculated (see Note to Table 4.6), the SRMR = 0 and CFI = 1, usually indicating a 
perfect fit.  However, the standardised regression weight variance for item 2 remained 
negative, pointing to a poor fit.  Apart from poor model fit, a possible reason for this is 
the small sample size (Joreskog & Sorborn, 1984).  Considering that the 
recommended minimum number of items per subscale is set at 3 (Raubenheimer, 
2004), no further modifications were made to the hope subscale.   
Two of the three items showed significant pathways (with p < .05) with the factor (hope) 
and therefore overall, this suggests that the modified structure of this measurement 
model is not suited to the expatriate sample and that the statistics yielded by the hope 
subscale should be interpreted with caution.  This may be as a result of the small 
number of indicators and the sample size and results may vary with an alternate 
sample. 
CC self-efficacy:  As is evident from Table 4.6, overall, the self-efficacy subscale did 
not reveal a good fit, with χ2/df = 4.04, RMSEA = .17, SRMR = .08 and CFI = .77.  
Model fit was improved by covarying the errors of items 2 and 5, items 5 and 6 as well 
as items 8 and 9, bringing model fit to an acceptable level, with χ2/df = 2.35, RMSEA 
= .12, SRMR = .06 and CFI = .91.  All covaried items are positively phrased.  Item 2 
and 5 refer to the individual’s self-belief in succeeding in cross-cultural work activities 
working with individuals from other cultures.  Items 5 and 6 refer to working effectively 
with individuals from other cultures and items 8 and 9 refer to confidence in learning 
about and analysing new cultures.  Due to the similar nature of the items, the 
modification was regarded as justifiable. 
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All items in the factor structure self-efficacy had significant pathway estimates (p < 
.001).  This implies that all of the individual items had a significant relationship with the 
associated factor (self-efficacy).  Following the modifications, the factor structure of 
this scale therefore appeared to be suited to the sample in the present study. 
CC optimism:  For the optimism subscale, Table 4.6 shows that χ2/df = 2.64, RMSEA 
= .13, SRMR =.03 and CFI = .98, indicating a moderate to good model fit.  All four of 
the items showed significant pathways (with p < .001) with the factor (optimism) and 
therefore overall, this suggests that the original structure of this measurement model 
is suited to the expatriate sample.  With 3 of the 4 fit indices revealing a good fit and 
all items loading significantly (p < .001) onto the factor, optimism, it appears that the 
overall construct validity is acceptable. 
CC resilience:  For the resilience subscale, Table 4.6 shows that χ2=.000, indicating 
that the observed data and actual data are almost identical and the model is saturated.  
Although neither the χ2/df  or RMSEA could be calculated (see Note to Table 4.6), the 
SRMR = 0 and CFI = 1, usually indicating a perfect fit.  All items showed significant 
pathways (with p < .001) with the factor (resilience) suggesting that the original 
structure of this measurement model is suited to the expatriate sample.  However, as 
the model is saturated (likely due to the small number of indicators and sample size),  
the statistics yielded by the resilience subscale should be interpreted with caution. 
Overall CC PsyCap:  Following the CFAs on the subscales and the removal of one 
item from the CC hope subscale, a CFA was conducted for overall CC PsyCap.  Table 
4.6 shows that χ2/df = 1.67, RMSEA = .08, SRMR =.09 and CFI = .89,  indicating a 
moderate model fit.   With 2 of the 4 fitness indices pointing to a moderate model fit 
(RMSEA and CFI), one to a very good fit ( χ2/df) and all factors (CC hope, CC self-
efficacy, CC optimism and CC resilience) loading significantly (p < .05) onto to the 
overall construct of CC PsyCap, the modified structure of the measurement model 
appeared to be suited to the expatriate sample and the overall construct validity was 
deemed acceptable.  The regression tables and factor structure diagram for CC 
PsyCap can be seen in Appendix H. 
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4.3.2 Validity of the Cultural Intelligence Scale and subscales 
The results of the CFAs for CQ are as follows: 
Metacognitive CQ:  For the metacognitive CQ subscale of the CQS, Table 4.6 shows 
that RMSEA = .10, indicating a poor fit.  However, χ2/df = 2.02 , SRMR =.04 and CFI 
= .97, all indicating a moderate to good model fit.  All four of the items showed 
significant pathways (with p <.001) with the factor (optimism) and therefore overall, 
this suggests that the original structure of this measurement model is suited to the 
expatriate sample.  With 3 of the 4 fit indices revealing a good fit and all items loading 
significantly onto the factor, it appears that the original structure of this measurement 
model is suited to the expatriate sample.  
 
 Cognitive CQ:  Table 4.6 shows that χ2/df = 2.52, RMSEA = .12, SRMR = .05 and CFI 
= .95.  With 3 of the 4 fit indices revealing a good fit and all items loading significantly 
(p < .001) onto the factor, cognitive CQ, it appears that the original structure of this 
measurement model is suited to the expatriate sample and that the overall construct 
validity is good.   
Motivational CQ: Table 4.6 reveals that χ2/df = 1.36, RMSEA = .06, SRMR = .03 and 
CF I= .99, which are all indicative of a good model fit.  All items showed significant 
pathways (p < .001) with the factor (motivational CQ) and therefore overall, this 
suggests that the original structure of this measurement model is suited to the 
expatriate sample.   
Behavioural CQ:  As is evident from Table 4.6, the behavioural CQ subscale did not 
reveal a good fit overall, χ2/df = 4.81, RMSEA = .19, SRMR = .08 and CFI =. 89.  Model 
fit was improved by covarying the errors of items 1 and 2, with χ2/df = 2.26, RMSEA = 
.11, SRMR = .06 and CFI =. 97.  Both items are positively phrased.  Item 1 and 2 refer 
to the individual’s ability to adapt verbal behaviour and use pause and silence to suit 
various cross-cultural situations.  Due to the similar nature of the items, the 
modification was regarded as justifiable. 
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All items showed significant pathways (with p < .001) with the factor (behavioural CQ)  
and therefore, overall, this suggests that the modified structure of this measurement 
model is suited to the expatriate sample.  With 3 of the 4 fit indices revealing a good 
fit and all four  items loading significantly (p < .001) onto the factor, behavioural CQ, it 
appears that the overall construct validity is acceptable after modification.   
Overall CQ:  Following the CFAs on the subscales, a CFA was conducted for overall 
CQ.  Table 4.6 shows that χ2/df = 1.53, RMSEA = .07, SRMR =.09 and CFI = .89, all 
indicating an moderate to good model fit.   With 3 of the 4 fitness indices pointing to a 
good model fit and all factors (metacognitive CQ, cognitive CQ, motivational CQ and 
behavioural CQ) loading significantly (p < .05) onto to the overall construct of CQ, the 
modified structure of the measurement model appeared to be suited to the expatriate 
sample and the overall construct validity was considered good.  The regression tables 
and factor structure diagram for CQ can be seen in Appendix I. 
 
4.4 DESCRIPTION OF THE SAMPLE:  CROSS-CULTURAL PSYCHOLOGICAL 
CAPITAL AND CULTURAL INTELLIGENCE 
Both Cross-cultural Psychological Capital (CC PsyCap), Cultural Intelligence (CQ) and 
their respective dimensions were measured on a scale of one to seven, where a score 
of one is indicative of no CC PsyCap/CQS or the relevant dimension (such as no hope 
or no metacognitive CQ) and seven is indicative of high CC PsyCap/CQS or the 
relevant dimension (such as high hope or high metacognitive CQ).   
To assist with the interpretation of scores, the scales were divided into thirds and the 
following scoring key applied: 
• 1.00 – 2.99 = Low score on CC PsyCap/CQ or applicable dimension; 
• 3.00 – 5.00 = Medium score on CC PsyCap/CQ or applicable dimension; 
• 5.01 – 7.00 = High score on CC PsyCap/CQ or applicable dimension. 
Descriptive statists for both measurement instruments are presented in Table 4.7. 
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Table 4.7  Descriptive statistics for the measurement instruments and their 
subscales (N = 102). 
Scale/Subscale       Minimum              Maximum                    Mean       Standard 
                                                                                                                        Deviation 
Self-efficacy  3.56   7.00   5.86   .62 
Hope   2.67   7.00   5.41   .91 
Optimism  3.25   7.00   5.49   .87 
Resilience  3.33   7.00   5.75   .72 
Overall CC PsyCap 3.59   6.94   5.63   .61 
Metacognitive CQ 4.25   7.00   5.88   .56 
Cognitive CQ  2.17   7.00   4.73   .96 
Motivational CQ  3.40   7.00   5.94   .76 
Behavioural CQ  3.00   7.00   5.48   .89 
Overall CQS  4.06   6.73   5.51   .55
  
Table 4.7 shows that respondents generally displayed high cross-cultural hope (M = 
5.41, SD = .91).  Therefore, respondents in the study are motivated to set realistic 
cross-cultural goals and find ways to meet these goals despite possible challenges 
they may encounter.  It is evident from the standard deviation that respondents with 
the lowest levels of hope in the study fall within the medium range. 
The results indicate that respondents in the present study generally have high levels 
of cross-cultural self-efficacy (M = 5.86, SD = .62), as the mean score lies in the upper 
third of the scale.  This implies that respondents feel confident in their ability to 
successfully engage in both routine and challenging cross-cultural interactions and 
activities and further, that they have a high commitment to achieving cross-cultural 
goals.  The standard deviation indicates that the respondents in the sample with the 
lowest self-efficacy, still displayed medium levels of self-efficacy.  This dimension had 
the highest scored of all the CC PsyCap dimensions. 
Respondents also display high levels of cross-cultural optimism (M = 5.49, SD = .87), 
implying that respondents expect positive outcomes in current and future cross-
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cultural interactions, despite uncertainty.   In addition, respondents scored high on 
cross-cultural resilience (M = 5.75, SD = .72), meaning that respondents are highly 
adaptable to both positive and negative outcomes of cross-cultural interactions and 
are able to effectively manage their stress and persevere in the face of challenges.  
The standard deviations for both these dimensions indicate that respondents who 
were least cross-culturally optimistic and resilient, still scored in the medium range of 
these dimensions. 
Finally, respondents reported high levels of overall CC PsyCap (M = 5.63, SD = .61), 
which is evident from the high scores in each of the four dimensions, implying that 
respondents are cross-culturally hopeful, self-efficacious, optimistic and resilient. 
Respondents in the sample displayed high levels of metacognitive CQ (M = 5.88, SD 
= .56), meaning that respondents are proficient at acquiring and applying appropriate 
knowledge in cross-cultural situations.  Similarly, respondents scored in the upper third 
of the scale on motivational CQ (M = 5.94, SD = .76), indicating that respondents are 
motivated to engage in cross-cultural interactions and enjoy these interactions.  Off all 
the CQ dimensions, respondents scored highest on motivational CQ.  Behavioural CQ 
also fell in the upper third of the scale (M = 5.48, SD = .89), implying that respondents 
are able to engage in appropriate verbal and non-verbal behaviours during cross-
cultural situations.  The standard deviations (and minimum scores) for the latter three 
dimensions show that even the individuals who scored lowest on these dimensions 
fall in the medium range for each.   
Respondents scored lowest on cognitive CQ (M = 54.73, SD = .96), although it still fell 
in the medium range.  This implies that respondents’ existing and required knowledge 
of their applicable cross-cultural environments may require development. 
Overall, CQ for the present sample, is high (M = 5.51, SD = .55), indicating that 
respondents are able to function very well in cross-cultural contexts. 
 
4.5 RELATIONSHIPS BETWEEN THE VARIABLES 
Pearson’s product-moment correlation analyses were performed to examine whether 
significant relationships existed between CC PsyCap and CQ (and between their 
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respective subcomponents).  Appropriate to categorial variables, Spearman’s Rho 
correlation analyses explored the relationships between the duration of stay in a 
particular destination and the levels of CC PsyCap and CQ as well as between the 
number of destinations and the levels of CQ and CC PsyCap.   
 
The relationships between the two constructs, CC PsyCap and CQ, and their 
respective dimensions, were examined according to the applicable hypotheses, 
namely H1 (CC PsyCap is positively related to CQ), and H2 (The dimensions of CC 
PsyCap are positively related to the dimensions of CQ).   
Table 4.8 Correlations for the variables in the sample (N = 102).  
Variables  1 2 3 4 5 6 7 8 9 10 
1.  CC Self-efficacy 1 
2.  CC Hope  .24* 1 
3.  CC Optimism .59** .41** 1 
4.  CC Resilience .71** .31** .67** 1 
5.  Metacognitive CQ .46** .13 .25* .28** 
6.  Cognitive CQ .34** .06 .18 .16 .29** 1 
7.  Motivational CQ .73** .32** .44** .61** .44** .32** 1 
8.  Behavioural CQ .22* .10 .09 .08 .22* .24* .32** 
9.  CC PsyCap  .77** .67** .86** .83** .34** .22* .64** .15 1 
10. CQ   .61** .21* .33** .39** .62** .72** .73** .67** .47** 1 
Note. * Correlation is significant at the .05 level (2-tailed). ** Correlation is significant at the .01 level (2-
tailed). 
Pearson product-moment correlation coefficients were calculated to determine the 
strength of the relationship between the variables (see Table 4.8).  In general, 
correlations between .10 and .30 are considered small, between .30 and .40 moderate 
and correlations exceeding .50 are deemed to be strong (Cohen, 1992).   
It is evident from Table 4.2 that CC PsyCap is significantly and positively related to 
three of the four dimensions of CQ.  It shows a small, positive correlation with cognitive 
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CQ r (100) = .22, p < .05, two-tailed, a moderate, positive correlation to metacognitive 
CQ r (100) = .34, p < .01, two-tailed and a strong, positive correlation with motivational 
CQ r (100) = .64, p < .01, two-tailed.  No significant positive correlation exists between 
CC PsyCap and behavioural CQ r (100) = .15, p = ns.   
 
CQ is significantly and positively correlated to all of the dimensions of CC PsyCap.  
CQ shows a strong, positive correlation to CC self-efficacy r (100) = .61, p < .01, two-
tailed.  It also shows a moderate positive correlation to  CC resilience r (100) = .39, p 
< .01 and CC optimism r (100) = .33, p <. 01, two-tailed, as well as a small, positive 
correlation to CC hope r (100) = .21, p < .05, two-tailed.   
In ending, CC PsyCap CQ shows a moderate positive correlation to CQ r (100) = .47, 
p < .01, two-tailed. 
H1: CC PsyCap is positively related to CQ.  
CC PsyCap showed significant, positive correlations to all of the dimensions of CQ 
except behavioural CQ.  This could point to differences according to sample (for 
example, the fact that the sample consisted mainly of individuals from one country of 
origin) or perhaps be as a result of the small sample size.  Further, CQ was shown to 
be significantly and positively correlated to all of the dimensions of CC PsyCap.  
Overall, a moderate positive correlation was calculated between CC PsyCap and CQ.  
These findings support H1 which is therefore accepted. 
CC Self-efficacy:  CC self-efficacy is significantly and positively correlated to all 
dimensions of CQ.  A strong, positive correlation exists between CC self-efficacy and 
motivational CQ r (100) = .73, p < .01, two-tailed, whilst moderate correlations exist 
between CC self-efficacy and metacognitive CQ r (100) = .46, p < .01, two-tailed and 
cognitive CQ r (100) = .34, p < .01, two-tailed.  A small, positive correlation is evident 
between CC self-efficacy and behavioural CQ r (100) = .22, p < .05, two-tailed.  Thus, 
CC self-efficacy is strongly correlated to overall CQ r (100) = .61, p < .01, two-tailed. 
 
CC Hope:  CC hope shows a moderate, positive correlation to motivational CQ r (100) 
= .32, p < .01, two-tailed and a small positive correlation to overall CQ r (100) = .21, p 
< .01, two-tailed.  No significant, positive correlations existed between CC hope and 
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metacognitive CQ r (100) = .12, p = ns, cognitive CQ r (100) = .06, p = ns and 
behavioural CQ r (100) = .10, p=ns.   
CC Optimism:  CC optimism shows a moderate, positive correlation to motivational 
CQ r (100) = .44, p < .01, two-tailed, as well as a small, positive correlation to 
metacognitive CQ r (100) = .25, p < .01, two-tailed.  No significant relationships exist 
between CC optimism and cognitive CQ r (100) = .18, p = ns or behavioural CQ r (100) 
= .09, p = ns.  A moderate, positive correlation exists between CC optimism and  
overall CQ r (100) = .33, p < .01, two-tailed.   
CC Resilience:  CC resilience is significantly and positively related to the same 
dimensions of CQ as CC optimism, although the strength of these relationships vary.  
It shows a small positive correlation to metacognitive CQ r (100) = .28, p < .01, two-
tailed, as well as a strong, positive correlation to motivational CQ r (100) = .61, p < 
.01, two-tailed.  No significant relationships exist between CC resilience and cognitive 
CQ r (100) = .16, p = ns or behavioural CQ r (100) = .08, p = ns.  A moderate, positive 
correlation exists between CC resilience and  overall CQ r (100) = .39, p < .01, two-
tailed.   
H2:  The dimensions of CC PsyCap are positively related to the dimensions of 
CQ. 
Findings show that the dimensions of CC PsyCap are significantly and positively 
related to some of the dimensions of CQ, but not all.  However, all of the dimensions 
show significant positive relationships with overall, CQ, of which the correlation to CC 
self-efficacy is the strongest.  Therefore, H2 is partially supported.  
A Spearman’s rank-order correlation was run to determine the relationship between 
CC PsyCap, CQ and duration of stay the in current country, number of countries 
lived/worked in and duration of stay in locations, according to H3a (There is a 
significant relationship between CC PsyCap and duration of time in the host country), 
H3b (There is a significant relationship between CQ and duration of time in the host 
country), H4a (There is a significant relationship between CC PsyCap and the number 
of destinations an expatriate has lived or worked in) and H4b (There is a significant 
relationship between CQ and the number of destinations an expatriate has lived or 
worked in). Table J1 in Appendix J contains the results of this correlation analyses. 
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The dimensions of CC PsyCap and CQ were also investigated in this respect.  As with 
Pearson’s product-moment, correlations between .10 and .30 are considered small, 
between .30 and .40 moderate and correlations exceeding .50 are considered strong 
(Cohen, 1992).   
Duration of time in the host country:  No statistically significant correlations existed 
between overall CQ or any of the dimensions of CQ and the length of time in the host 
country.  No statistically significant correlations existed between overall CC PsyCap 
or any of the dimensions of CC PsyCap and the length of time in the host country.   
Number of countries worked or lived in:  There was a small, positive correlation 
between motivational CQ and the number of countries worked or lived in, which was 
statistically significant with rs (100) = .23, p < .05, two-tailed.  No statistically significant 
correlations existed between overall CQ or any of the other dimensions of CQ and the 
number of countries lived or worked in.  No statistically significant correlations existed 
between overall CC PsyCap or any of the dimensions of CC PsyCap and the number 
of countries lived or worked in.   
 
Duration of time in other locations:  There was a small, positive correlation between 
CC PsyCap and the duration of stay in locations other than the host country, which 
was statistically significant with rs (100) = .21, p < .05, two-tailed.  No statistically 
significant correlations existed between any of the other dimensions of CC PsyCap 
and the duration of stay in other locations.  No statistically significant correlations 
existed between overall CQ or any of the dimensions of CQ and the duration of stay 
in other locations.  There was a small, positive correlation between the duration of stay 
in other locations and the number of countries worked in, which was statistically 
significant with rs (100) = .27, p < .01, two-tailed.   
 
H3a:  There is a significant relationship between CC PsyCap and duration of 
time in the host country.   
Findings show that no statistically significant correlations existed between overall CC 
PsyCap or any of the dimensions of CC PsyCap and the duration of time spent in the 
host country.  Therefore H3a is not supported.  However, it should be noted that a 
statistically significant relationship was found between overall CC PsyCap and the 
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duration of time spent in locations other than the current host country.  Although 
duration of time spent in locations other than the current host country were not included 
in the original hypotheses, this implies a possible link between CC PsyCap and the 
length of time spent in locations.   
 
H3b:  There is a significant relationship between CQ and duration of time in the 
host country. 
No statistically significant correlations were found between overall CQ or any of its 
dimensions and the duration  of time in the host country.  Therefore H3b is not 
supported.  
 
H4a:  There is a significant relationship between CC PsyCap and the number of 
destinations an expatriate has lived or worked in.   
Findings show that no statistically significant correlations existed between overall CC 
PsyCap or any of the dimensions of CC PsyCap and the number of countries lived or 
worked in.  Therefore H4a is not supported. 
   
H4b:  There is a significant relationship between CQ and the number of 
destinations an expatriate has lived or worked in. 
There was a small, positive correlation between motivational CQ and the number of 
countries worked or lived in, which was statistically significant with rs (100) = .23, p < 
.05, two-tailed.  However, no statistically significant correlations existed between 
overall CQ or any of the other dimensions of CQ and the number of countries lived or 
worked in.  Therefore, H4b is partially supported.   
 
Simple linear and standard multiple regression analyses were utilised to investigate 
whether CC PsyCap or its dimensions had any predictive power in explaining the 
variance in CQ in the present sample or vice versa.  This was examined according to 
H5 (CC PsyCap is predictive of CQ amongst expatriates) and H6 (CQ is predictive of 
CC PsyCap amongst expatriates).  The results are presented in Table 4.9 to 4.12.    
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Table 4.9  Results of first multiple regression analysis with CQ as the dependent 
variable. 
_________________________________________________________________________________ 
Independent variables 
        Β      Standard Error of B         β     p 
    
(Constant)      2.28   .45    
CC Self-efficacy       .59   .10        .68**  0.000 
CC Hope        .06   .05           .09   0.29 
CC Optimism       -.03   .07           -.04   0.71 
CC Resilience       -.07       .10       -.09   0.48 
 
R²         .38         
F                 14.95 
Note. ** p < .001 
 
Multiple regression analysis was used to test whether CC PsyCap’s dimensions 
significantly predicted respondents’ CQ levels.  The results of the regression indicated 
that CC self-efficacy, hope, optimism and resilience explained 38% of the variance in 
CQ and that the model was a significant predictor of CQ, R ²= .38, F(4,97) = 14.95,  p 
< .001.  The individual predictors were further examined and whilst CC self-efficacy 
significantly predicted CQ (β = .68, p < .001), CC hope (β = .09, p = .29), CC optimism 
(β = -.04, p = .71) and CC resilience (β = -.09, p = .48), did not.  Therefore, CC self-
efficacy makes the strongest unique contribution to explaining CQ when the variance 
explained by the other variables is controlled. 
 
Table 4.10  Results of second multiple regression analysis with CQ as the 
dependent variable. 
_________________________________________________________________________________ 
Independent variables 
         Β      Standard Error of B         β     p 
     
(Constant)      3.14   .45      
CC PsyCap        .42   .08         .47**  0.000 
 
R²         .22 
F                 28.19 
Note. **p < .001 
 
Simple linear regression analysis was used to test if CC PsyCap significantly predicted 
respondents’ CQ  levels.  The results of the regression indicated that the predictor 
explained 22% of the variance in CQ, R² = .22, F(1,100) = 28.19, p < .001.  It was 
found that CC PsyCap significantly predicted CQ, with β =.47, p < .001. 
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Table 4.11  Results of multiple regression analysis with CC PsyCap as the 
dependent variable. 
_________________________________________________________________________________ 
Independent variables 
         Β      Standard Error of B         β   p 
     
(Constant)      2.36   .55   
Metacognitive CQ       .09   .09         .09   .33 
Cognitive CQ        .01   .05             .01   .91 
Motivational CQ       .50   .07             .63**  .000 
Behavioural CQ                   -.05   .06            -.07   .40 
 
R²         .42 
F                 17.74 
Note. **p<.001. 
Multiple regression analysis was used to test whether the CQ dimensions significantly 
predicted respondents’ CC PsyCap levels.  The results of the regression indicated that 
metacognitive, cognitive, motivational  and behavioural CQ explained 42% of the 
variance in CC PsyCap, R² = .42, F(4,97) = 17.74, p < .001.  It was further found that 
motivational CQ significantly predicted CC PsyCap, with β = .63, p < .001. 
Table 4.12  Results of multiple regression analysis with CC PsyCap as the 
dependent variable. 
__________________________________________________________________________________________________________________________________________________________________ 
Independent variables 
         Β      Standard Error of B          β     p 
      
(Constant)      2.75   .55      
CQS         .52   .10         .47**   .000 
 
R²         .22 
F                 28.19 
Note. **p<.001 
 
Simple linear regression analysis was used to test if CQ significantly predicted 
respondents’ CC PsyCap levels.  The results of the regression indicated the predictor 
explained 22% of the variance, R² = .22, F(1,100) = 28.19, p < .001.  It was found that 
CQ significantly predicted CC PsyCap (β = .47, p < .001). 
 
H5:  CC PsyCap is predictive of CQ amongst expatriates. 
The results of the regression analyses show that CC PsyCap is a predictor of CQ and 
that self-efficacy makes the strongest unique contribution to explaining CQ.  The 
hypothesis is therefore supported. 
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H6:  CQ is predictive of CC PsyCap amongst expatriates. 
The results of the regression analyses show that CQ is a predictor of CC PsyCap and 
that motivational CQ makes the strongest unique contribution to explaining CC 
PsyCap.  The hypothesis is therefore supported. 
 
4.6 DIFFERENCES BETWEEN DEMOGRAPHIC GROUPS IN THE SAMPLE  
Statistical analyses were undertaken to determine whether differences in the level of 
CC PsyCap and CQ existed with regard to the various demographic variables.  
A Shapiro-Wilk test was conducted to test for normal distribution with regard to the 
respective sample. Where data was not normally distributed, a Kruskal-Wallis test was 
performed.  Where data was found to have a normal distribution, either an independent 
t-test or an analysis of variance (ANOVA) was performed. 
The independent t-test’s assumption of equal variances was tested using the Levene’s 
test.  Where the Levene’s test confirmed homogeneous variances, Cohen’s d (dCohen) 
was calculated to indicate effect size.  Wherever the Levene test showed 
heterogeneity in the variances, the t-test was calculated using an un-pooled variance 
and the degrees of freedom adjusted.  A Mann-Whitney U post-hoc test was then 
performed to confirm the result and effect size indicated using r. 
Where the ANOVA showed differences, Eta squared (η2) was  calculated to indicate 
effect size.  This was followed by a post-hoc Tukey test performed to ascertain where 
significant differences existed.  Similarly, in the case of differences for Kruskal-Wallis, 
Epsilon-squared (ε2) was used to indicate effect size.  This was followed by a Mann-
Whitney U test to verify where significant differences existed.  Effect size was indicated 
using r. 
All calculations have an a-error assumption of .05. Below is a convention table (Table 
4.13) to assist with the interpretation of effect sizes, for Cohen’s d (dCohen), r, Eta 
squared (η2) and Epsilon squared (ε2`):  
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Table 4.13  Convention table adapted from Cohen (1988).  
Interpretation   dCohen  r  η2  / ε2 
Small effect   .20  .10     .01 
Medium effect   .50  .24     .06 
Large effect   .80  .37     .14 
 
 
CC hope:  A Kruskal-Wallis calculated a significant difference in CC hope based on 
education with H (3) = 7.64, p =.05, ε2 = 0.08. The Mann-Whitney U test revealed a 
significant difference between with p = .05.  The difference was determined to be small, 
r =.11.  Respondents with a certificate (M = 5.73, SD = .70) scored higher on CC hope 
than those with a high school diploma (M = 5.15, SD = .82).  Similarly, it was shown 
that expatriates who obtained a certificate (M = 5.73, SD = .70) scored higher on CC 
hope than those with a diploma (M = 4.33, SD = .33), with  p = .03.  The difference 
was determined to be small, r = 0.17.  Lastly, expatriates who obtained an 
undergraduate degree (M = 5.44, SD = .93) scored higher on CC hope than those with 
a diploma (M = 4.33, SD = .33), with  p = .03.  The difference was determined to be 
medium, r = 0.26.  These findings imply that level of education may influence CC hope 
levels. 
 
CC self-efficacy:  ANOVA revealed a difference in CC self-efficacy based on 
education with F (3) = 2.72, p = .05, η2 = 08.  A post-hoc Tukey test revealed a 
significant difference of large effect (p = .031, dCohen = 1.17) in that expatriate 
respondents with a certificate (gained after high school) (M = 6.29, SD = .52) generally 
scored higher on CC self-efficacy than those with a high school diploma (M = 5.51, SD 
= .79), which indicates that further education may lead to higher CC self-efficacy.  
 
CC optimism:  A difference was found in CC optimism based on gender, t (44.83) = -
3.07, p=.004 through the use of an independent t-test.  CC optimism scores were 
higher for women (M = 5.68, SD = .67) than for men (M = 5.07, SD = 1.00).  The 
difference was found to be significant according to the Mann-Whitney U test, p = .003.  
The difference was determined to be of medium effect size,  dCohen = .69.  Levene’s test 
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indicated heterogeneous variances (F = 5.08, p = .03), so the degrees of freedom were 
adjusted from 100 to 44.83.  Therefore, female expatriates in the sample tended to 
have a higher score for CC optimism which indicates that females may be generally 
more optimistic in cross-cultural contexts than males. 
 
A Kruskal-Wallis revealed a difference in CC optimism based on the respondents’ 
current (host) countries, with H (5) = 18.55, p = .002, ε2 = .18.  A Mann-Whitney U test 
revealed significant differences (p = .006, r = .11 and p = .000, r = .07 respectively), 
showing that expatriates from England and Europe (M = 6.11, SD = .90) generally 
scored higher on optimism than those from Africa (M = 5.00, SD = .61) and those from 
Asia (M = 5.15, SD = .88).  Further, a significant difference (p = .01, r = .06) was found 
in that expatriates from England and Europe (M = 6.11, SD = .90) scored higher than 
those from Australia and surrounds (M = 5.55, SD = .68), which indicates that the host 
country may influence the level of CC optimism.  
 
CC resilience:  Scores on the CC resilience dimension were higher for women (M = 
5.90, SD = .63) than for men (M = 5.40, SD = .78), t (48.22) = -3.18, p = .003.  The 
difference was found to be significant according to the Mann-Whitney U test, p = .001. 
The difference was determined to be of medium effect size, dCohen = 0.67. Therefore, 
females tended to have a higher score for cross-cultural resilience which indicates that 
females may be generally more cross-culturally resilient than males. 
 
CC PsyCap:  Scores on overall CC PsyCap were higher for women (M = 5.73, SD = 
.53) than for men (M = 5.38, SD = .70), t (45.73) = -2.54, p = .014.  The difference was 
found to be significant according to the Mann-Whitney U test with dCohen = .58, 
indicating a medium effect.  Therefore, females in the sample tended to score higher 
on CC PsyCap, which may indicate that females have generally higher levels of overall 
CC PsyCap than males. 
 
ANOVA revealed a difference between respondents’ mean levels of CC PsyCap based 
on their current (host) countries, with F (5) = 2.54, p = .03, η2 = 0.12.  A post hoc Tukey 
test revealed a significant difference of large effect between respondents from Asia 
and those from England and Europe, with p = .023, dCohen = .81.  Respondents from 
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England and Europe (M = 6.01, SD = .69) scored higher on CC PsyCap than those 
from Asia (M = 5.47, SD = .61), which may indicate that the current host country 
influences CC PsyCap levels.    
 
Cognitive CQ:  With regards to cognitive CQ, a Kruskal-Wallis calculated a significant 
difference based on the number of languages spoken with H (3) = 13.07, p = .004, ε2= 
.13.  The Mann-Whitney U test revealed a significant difference with p = .005.  The 
difference was determined to be very small, r = 0.03.  Expatriates who spoke three or 
more other languages (M = 5.81, SD = .39) displayed higher cognitive CQ than 
expatriates who spoke only their home language (M = 5.55, SD = .52).  Similarly, a 
Mann-Whitney U test showed that expatriates who spoke two additional languages (M 
= 5.64, SD = .69) displayed higher cognitive CQ than those that spoke one additional 
language (M = 5.44, SD = .50), with  p = .04.  The difference was determined to be 
very small, r = 0.02.  Lastly, expatriates who spoke three or more additional languages 
(M = 5.81, SD = .39) displayed higher cognitive CQ than those who spoke one 
additional language (M = 5.44, SD = .50) , with p = .002.  The difference was 
determined to be small, r = 0.03.  
 
Metacognitive CQ:  ANOVA calculated a difference in metacognitive CQ based on 
marital status, with F (3) = 2.65, p = .05.  However, the post-hoc Tukey revealed no 
significant differences between groups. 
 
4.7 SUMMARY OF HYPOTHESES TESTING 
The hypotheses formulated following the literature review in this study, were 
considered during this chapter.  A summary of the hypotheses appear in Table 4.14.  
Hypotheses were either supported, partially supported or not supported, depending 
on the findings in the study. 
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Table 4.14.  Summary of hypotheses testing. 
H1  CC PsyCap is positively related to CQ. Supported 
H2 The dimensions of CC PsyCap are positively related to the 
dimensions of CQ. 
Partially 
supported 
H3a   There is a significant relationship between CC PsyCap and 
duration of time in the host country. 
Not supported 
H3b   There is a significant relationship between CQ and 
duration of time in the host country. 
Not supported 
H4a   There is a significant relationship between CC PsyCap and 
the number of destinations an expatriate has lived or 
worked in. 
Not supported 
H4b  There is a significant relationship between CQ and the 
number of destinations and expatriate has lived or worked 
in. 
Partially 
supported 
H5  CC PsyCap is predictive of CQ amongst expatriates. Supported 
H6 CQ is predictive of CC PsyCap amongst expatriates. Supported 
 
4.8 CONCLUSION 
The findings of the study were presented in this chapter, providing a basis for decisions 
on the hypotheses formulated in chapter 2.  The next chapter discusses and interprets 
these findings in further detail, with due consideration for the literature studied.  It 
further considers how these findings may be applied in practice.   
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CHAPTER 5  
DISCUSSION OF RESULTS 
 
5.1 INTRODUCTION 
Chapter 4 presented the results of the statistical analyses to ascertain whether the 
research hypotheses were supported or not.  This chapter will discuss these results in 
view of the literature presented in previous chapters.  Firstly, reliability and validity of 
the measures in the present study will be discussed, followed by findings regarding 
the relationship between the constructs and their respective dimensions, relationships 
between the constructs and the length of stay in their host country as well as the 
number of locations they have previously worked or lived in.  Salient differences 
between demographic groups within the sample will also be covered.  Lastly, 
limitations of the study and recommendations for future research will be discussed. 
 
5.2 RELIABILITY AND VALIDITY OF RESULTS 
Both the adjusted CC PsyCap Scale and the adjusted CQS revealed high reliability 
with a = .90 and a = .86 respectively (refer to Table 4.1).  
 
Prior to adjustment, Cronbach’s alpha for the CC hope scale was slightly below the 
minimum acceptable level of  a = .60 (a = .53), but this improved (ra = .12) to .65 
after removal of item H4.  Metacognitive CQ had a Cronbach’s alpha of .68.  These 
were the only two subscales where Cronbach’s alpha was below .70.  However, these 
were considered an acceptable level in an exploratory study of this nature.  All other 
subscales of the CC PsyCap Scale displayed a Cronbach’s alpha of between .79 and 
.86, indicating highly reliable measures.  Similarly, all other subscales of the CQS 
displayed high reliability with Cronbach’s alphas of between .81 and .85.   
 
In terms of validity, both measuring instruments displayed acceptable validity, 
following a few adjustments to both scales.  As mentioned, an item was removed from 
the CC hope subscale.  However, the model fit was still not sufficiently improved, as 
one item displayed negative variance.  Due to the fact that only 3 items remained, it 
was decided to retain the remaining items despite the poor fit and to keep the hope 
subscale in the overall measurement model, but to interpret results with caution.   
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In addition, the chi-square values of 0 obtained for the hope and resilience subscales 
indicated model saturation.  This is likely due to the small number of indicators and 
small sample size.  However, as the CC PsyCap scale has previously been validated, 
it was decided to use it and interpret the subscales with caution. 
 
In terms of the self-efficacy subscale, validity was brought to an acceptable level by 
covarying the errors of items 2 and 5, items 5 and 6 as well as items 8 and 9.  Although 
all items load significantly onto the factor CC self-efficacy, this may imply that the 
applicable items are not distinct enough to contribute uniquely to the measurement of 
the construct in the current sample and it was therefore thought acceptable to covary 
these items.  The validity of the behavioural CQ subscale was also improved by 
covarying the errors of items 1 and 2, implying that these 2 items may not be distinct 
enough to contribute uniquely to the measurement of CQ.    
 
Despite the fact that the CC hope subscale was poorly suited to the present sample in 
terms of its validity, both measures displayed high reliability and acceptable validity 
overall.   
 
5.3 SURVEY RESULTS 
The following section will discuss the findings of the survey.  Limitations of the study 
should be noted when interpreting the results.  
 
5.3.1 Cross-cultural Psychological Capital 
Findings (presented in Table 4.7) showed that respondents reported high levels of 
overall CC PsyCap and all of its dimensions, indicating that expatriates in the sample 
are cross-culturally hopeful, self-efficacious, optimistic and resilient (Dollwet & 
Reichard, 2014).  These findings imply that respondents possess the psychological 
resources needed to successfully engage in, and manage, cross-cultural interactions 
(Reichard et al., 2014).  Respondents scored highest on the CC self-efficacy 
dimension, followed by CC resilience, CC optimism and then CC hope (M > 5.40 for 
all four dimensions).   
 
By implication,  respondents are generally confident in their ability to accomplish cross-
cultural tasks.  They are likely to view new cross-cultural challenges in a positive light 
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(Bandura, 1994).  Moreover, they generally tend to be less critical of their failures. 
Instead, failure would motivate them to persist and seek out alternatives and new 
learning to facilitate cross-cultural success (Bandura, 1994; Black & Mendenhall, 
1991; Earley & Ang, 2003; Dollwet & Reichard, 2014).  They will therefore strive to 
overcome cross-cultural difficulties or uncertainty to attain successful outcomes 
(Clapp-Smith et al., 2007; Dollwet & Reichard, 2014; Luthans, 2002; Reichard et al., 
2014). 
 
5.3.2 Cultural Intelligence 
The results of the present study showed that respondents generally displayed high 
levels CQ, indicating that expatriates in the sample are able to perform well in a cultural 
environment other than their own (Earley & Ang, 2003).  In terms of the dimensions of 
CQ, high levels of metacognitive CQ, motivational CQ and behavioural CQ were 
reported (see Table 4.7).  However, respondents considered themselves to have 
moderate cognitive CQ.  This implies that respondents may feel that their existing and 
required intercultural knowledge is lacking compared to the other dimensions.  A 
possible explanation is the vast and overwhelming amount of knowledge needed to 
navigate a culture other than one’s own.  Another possibility is that their organisations 
did not adequately prepare them in terms of culture knowledge prior to 
commencement of their assignments.  This is in line with research by Iskhakova 
(2018), which suggests that earlier development of cognitive CQ will hasten and 
enhance general adjustment.   By expanding on their cross-cultural knowledge, 
expatriates in the sample could boost their overall CQ score.   
 
Overall, the high CQ scores bode well for the success of the expatriate respondents, 
as CQ has been shown to aid cross-cultural adjustment and predict cultural decision-
making, adaptation and task performance (Ang et al., 2007).  High CQ levels amongst 
respondents would also prove beneficial to their relations with HCNs, trust with their 
team members, their well-being in the work environment and their overall performance 
(Kraimer, Wayne, & Jaworski, 2001; Nunes et al., 2017).   
 
 
 
 
69 
 
 
 
5.3.3 Relationships between the variables 
The relationships between the variables in the study were examined by reviewing the 
results of the correlations and regressions.  It was hypothesised that CC PsyCap and 
CQ and their respective dimensions would be positively correlated within the 
expatriate sample in the current study and that CC PsyCap would be predictive of CQ 
and vice versa. 
5.3.3.1 Cross-cultural Psychological Capital and Cultural Intelligence 
Results revealed positive relationships between CC PsyCap and all of the dimensions 
of CQ apart from behavioural CQ (Table 4.8).  A moderate positive relationship was 
found between CC PsyCap and CQ.  Further, overall CQ was positively related to all 
of the dimensions of CC PsyCap.  A simple linear regression analysis found CC 
PsyCap to significantly predict CQ, explaining 22% of the variance in CQ (Table 4.10).  
Apart from the absence of a significant relationship between CC PsyCap and 
behavioural CQ, these results support the findings of  a study by Dollwet and Reichard 
(2014). 
 
Firstly, CC self-efficacy revealed positive relationships with all dimensions of CQ.  Of 
all the CC PsyCap dimensions, it displayed the strongest relationship to overall CQ.  
Of the four dimensions of CC PsyCap, CC self-efficacy was also revealed as the 
strongest unique predictor of CQ (see Table 4.9). This may be explained by the fact 
that CC self-efficacy includes the belief that newly acquired knowledge (cognitive CQ), 
thinking (metacognitive CQ) and behaviour, including novel behaviour, (behavioural 
CQ) may prevent future failure (Bandura, 1977; Bandura, 1994; Black & Mendenhall, 
1991; Dollwet & Reichard, 2014; Earley & Ang, 2003; Reichard et al., 2014).  The fact 
that it influences how people feel, think (cognitive and metacognitive CQ), self-
motivate (motivational CQ) and behave (behavioural CQ) in a given cross-cultural 
situation, (Bandura, 1994) also helps to explain why it accounts for a large part of the 
variance in CQ. 
 
Motivational CQ showed strong positive relationships with all of CC PsyCap’s 
dimensions, and as a result, a strong positive correlation existed between CC PsyCap 
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and motivational CQ as well.  Closer investigation revealed that the strongest  
relationships existed between CC resilience and motivational CQ, and CC self-efficacy 
and motivational CQ.  This may be because a person who is driven to, and comfortable 
with, interacting cross-culturally (metacognitive CQ) (Ang et al., 2006) will be more 
likely to bounce back from cross-cultural failures (CC resilience) and become more 
motivated by successful cross-cultural interactions as this boosts self-belief (self-
efficacy).  Furthermore, of all the CQ dimensions, multiple regression analysis found 
motivational CQ to be the strongest unique predictor of CC PsyCap, thereby explaining 
a large part of the variance in CC PsyCap (Table 4.11).  This has important 
implications for organisations identifying what intrinsically and extrinsically motivates 
individuals to interact cross-culturally, as this has an impact on their levels of CC 
PsyCap as well.  Whilst some may genuinely enjoy cross-cultural interaction and 
mastering new cross-cultural challenges, others may be more motivated by financial 
or rewards or recognition or a combination of the two.  By understanding how to 
motivate individuals when they are struggling in a new cross-cultural environment, 
organisations can boost their psychological resources and their chances of success.   
 
CC optimism and resilience also demonstrated positive relationships with 
metacognitive CQ.  As metacognitive CQ relates to cross-cultural strategy, these 
results appear to be consistent with literature.  Whilst optimism contributes to  finding 
new cross-cultural strategies for successful future interactions (Reichard et al., 2014) 
by maintaining a positive attitude in the face of uncertainty, being willing to learn from 
mistakes (Rhinesmith, 1996) and take risks (Spreitzer et al., 1997), resilience may 
assist in dealing with uncertainty and seeing the bigger picture (Clapp-Smith et al., 
2007).   
 
Apart from self-efficacy, none of the other CC PsyCap dimensions revealed significant 
positive relationships with cognitive or behavioural CQ.  This may change with an 
alternative sample.  Further, multiple regression analysis revealed that behavioural 
CQ failed to predict CC PsyCap.  Both these findings support the results of a previous 
study by Dollwet and Reichard (2014).  Overall, CQ was also found to significantly 
predict CC PsyCap (Table 4.12), explaining 22% of the variance in CC PsyCap.  
Results are also consistent with a study by Reichard, et al. (2014) which indicated that 
CC PsyCap training led to increases in both CC PsyCap and CQ.  The fact that no 
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significant relationship was found between CC PsyCap and behavioural CQ may be 
due to the nature of the sample (for example, the sample contained mostly South 
African respondents) or perhaps be a result of the small sample size. The fact that 
both constructs are positively correlated and predictive of one another, may warrant a 
causal (longitudinal) study to determine whether the relationship is reciprocal. 
 
H1.   CC PsyCap is positively related to CQ. Supported. 
H2. The dimensions of CC PsyCap are positively related to 
the dimensions of CQ. 
Partially 
supported. 
H5.  CC PsyCap is predictive of CQ amongst expatriates. Supported. 
H6.  CQ is predictive of CC PsyCap amongst expatriates.    Supported. 
 
5.3.3.2 Cross-cultural Psychological Capital and duration of time in the host country 
and other locations 
The high levels of CC PsyCap and its subdimensions are consistent with what one 
would expect of an expatriate sample, especially considering that approximately 42% 
of the expatriates in the sample have been abroad (in their current host country) for 
between four and five years (Table 3.2).  However, surprisingly, findings revealed no 
significant relationships between overall CC PsyCap or any of the dimensions of CC 
PsyCap and the duration of time in the host country.  A possible explanation for this is 
that CC PsyCap may ‘plateau’ at a certain point in a country.  If one considers that 
expatriates that have been in a particular location in excess of five years are seen to 
have naturalised, the 42% of respondents mentioned above have been residing in 
their host countries for close to five years.  Another related explanation could be that 
levels of CC PsyCap could be linked to the cycle of adaptation or phases of culture 
shock experienced by the expatriate.  Further research would be helpful in this regard. 
 
Nevertheless, a positive relationship was found between overall CC PsyCap and the 
length of time spent in locations other than the current host country.  This implies a 
possible link between CC PsyCap and the total time spent abroad may be positively 
correlated to CC PsyCap.  This lends partial support to previous research, which 
indicates that  CC PsyCap is positively related to previous international experience 
(Dollwet & Reichard, 2014).   
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H3a.   There is a significant relationship between CC PsyCap 
and duration of time in the host country.   
Not supported. 
 
5.3.3.3 Cross-cultural Psychological Capital and the number of countries lived or 
worked in 
The present study found that no positive relationships existed between overall CC 
PsyCap or any of the dimensions of CC PsyCap and the number of countries lived or 
worked in.  This was again surprising  considering that 52% of the respondents have 
spent time in two or more countries.  It is also contrary to existing literature which 
indicates that  CC PsyCap is positively related to previous international experience 
(Dollwet & Reichard, 2014).  This may also be a result of the small sample size and 
may vary with an alternate sample.     
 
H4a.   There is a significant relationship between CC PsyCap 
and the number of destinations an expatriate has lived or 
worked in. 
Not supported. 
 
5.3.3.4 Cultural intelligence and the duration of time in the host country and other 
locations 
No significant relationships existed between CQ and its dimensions and the length of 
time in the host country or other locations.  This is contrary to existing research, which 
has shown that cultural exposure improves CQ (Crowne, 2013).  These results may 
be as a result of the relatively small sample size and may improve with an alternate 
sample. 
H3b.   There is a significant relationship between CQ and 
duration of time in the host country. 
Not supported. 
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5.3.3.5 Cultural intelligence and the number of locations lived or worked in 
A small positive relationship existed between motivational CQ and the number of 
countries worked or lived in.  This implies that an expatriate would be more driven to 
work or live in more locations as his/her motivational CQ increases or vice versa.   
H4b.  There is a significant relationship between CQ and the 
number of destinations and expatriate has lived or worked 
in. 
Partially 
supported. 
 
5.3.4 Differences between demographic groups in the sample 
Despite the fact that the analyses of demographic variables was not related to one of 
the main hypotheses in the study, these were performed to enhance understanding of 
the constructs and assist in identifying further avenues for research.   Only significant 
differences in the variables between the demographic groups in the sample are 
discussed below.   
 
A significant difference was found in cognitive CQ based on the number of languages 
spoken by expatriates in the sample.  Generally, respondents who spoke more 
languages displayed higher cognitive CQ.  This is consistent with the nature of CQ, 
which is a person’s existing and required knowledge to help understand people and 
facets of their culture (Ang et al., 2006; Earley & Ang, 2003; Tujela, 2014).  The higher 
an individual’s cross-cultural knowledge  (in this case, knowledge of languages), the 
higher the cognitive CQ score.   
 
Women in the sample were generally more cross-culturally optimistic and resilient than 
their male counterparts.  This also explains why women in the sample displayed higher 
CC PsyCap than men.  Although almost 70% of the sample was female, it is difficult to 
draw any definite conclusions in this case, as not enough is known about the 
respondents.  This may be influenced by a number of factors, such as the type of 
position the particular person holds, the strength of a person’s support structure and 
so on. 
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Results revealed that the host country may influence expatriates’ levels of CC optimism 
and overall levels of CC PsyCap.  Further research may be useful in examining the 
reasons for these findings.  However, one could surmise that this would be influenced 
by a country’s political, economic and legal climate, weather and overall culture (which 
may influence how people interact with one another, for example, how formal they are, 
power relationships, gender stereotypes and the like). 
 
Significant differences in CC hope  and CC self-efficacy based on education imply that 
education may influence these two variables.  Generally, it seems that the more 
educated the individual, the better he/she would be at setting and achieving realistic 
cross-cultural goals through self-directed behaviour despite challenges (Reichard et 
al., 2014; Snyder, Harris, et al., 1991; Snyder, Irving, et al., 1991), with the expectation 
of a positive outcome now and in the future (Avey, 2014; Reichard et al., 2014). 
Interestingly, studies have shown that both hope and optimism are related to self-
awareness (and hope to self-knowledge) (Avolio & Luthans, 2006), which may well be 
linked to education.   
 
5.4  LIMITATIONS OF THE STUDY 
This section briefly summarises the limitations of this study.  These limitations should 
be kept in mind when interpreting results and findings. 
 
Firstly, it should be kept in mind that relationships discussed are correlational and not 
causal.   Cross-sectional research providea a ‘snapshot’ of a particular sample at a 
particular point in time, making it difficult to infer causal relationships from such 
studies.  Longitudinal research designs may be more useful in this regard (Cherry, 
2018).  The researcher did not have access to a large sample of expatriates and relied 
on a non-experimental design using convenience and snowball sampling to gain 
access to the population in the study.  It was hoped that using this approach via a 
variety of social media platforms would grow the sample sufficiently.   A total of 102 
complete responses were received.  Although some studies point to a sample of 100 
being sufficient for a study of this nature, a minimum of 200 would have been ideal 
(see section on data analysis).   
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In addition to sample size, another possible limitation may include the composition of 
the sample.  The fact that the researcher’s personal social media network was used, 
may have disproportionately influenced the sample composition, as people tend to 
interact with individuals that are similar to them (Kosinski et al., 2016).  It was hoped 
that the size and diversity of the social media platform would minimise this, however, 
the majority of the sample included South Africans.   
 
Although it is not known whether nationality or culture alone would influence CC 
PsyCap and CQ, it is possible.  For example, Kosinski et al., (2016) holds that cultural 
and linguistic differences may influence responses.  As fluency in English was a 
requirement for participation in this study, it was hoped that this would potentially 
minimise these effects.  Table 3.1 shows that 71.6% of respondents listed English as 
their first language.  However, as expatriates originate from all over the globe, this 
requirement in itself, may have excluded large portions of the expatriate population 
from the study. 
 
The hope subscale did not appear to be suited to the expatriate sample in the study.  
However, as its removal would not have significantly increased validity, and due to the 
face validity of the originally validated instrument,  it was decided to include it in the 
study but interpret the results with caution.  It should further be noted that both 
measuring instruments are self-report measures.  One could thus question whether 
the high CC PsyCap- and CQ scores may, in part, be attributable to social desirability, 
as self-report measures are often impacted by response bias such as impression 
management (socially desirable response) and self-deception (for example, self-
enhancement) (Paulhus & Vazire, 2007).  However, considering that respondents 
were aware that the results were anonymous and they had nothing to gain personally, 
this risk was largely mitigated.  The reduced accountability of online surveys may, in 
part, have contributed to 12 of the initial 114 respondents not completing the 
questionnaire.   
 
In view of the limitations stated above, one should be cautious in generalising the 
findings of the study. 
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5.5 RECOMMENDATIONS 
Recommendations should be considered with due regard for the limitations of the 
study. 
 
5.5.1 Recommendations for organisations 
Self-efficacy emerged as having a strong relationship with CQ.  The importance of 
focusing on developing CC self-efficacy through training, mastery experiences, 
observation, feedback and discussion and creating environments where individuals 
can succeed (Bandura, 1994; Bandura, 1997), can therefore not be over-emphasised.  
This could be implemented before, during and after expatriate assignments or cross-
cultural- or multi-cultural team interactions.  Similarly, mastering cross-cultural 
knowledge, strategies and behaviours will increase CC self-efficacy.     
 
The strong relationships between the dimensions of CC PsyCap, in particular, with CC 
resilience and CC self-efficacy and motivational CQ, are also noteworthy.  This may 
have valuable implications where expatriates are considering premature termination 
of assignments, as well as in dealing with adjustment to the host country and 
readjustment to the home country.  Providing training or targeted projects which could 
boost CC PsyCap, with specific focus on resilience and self-efficacy, could increase 
motivational CQ and perhaps encourage successful adjustment. 
 
Differences in CC hope and CC self-efficacy based on education may imply that further 
education and training would be valuable boosting CC hope and CC self-efficacy 
levels.   
 
5.5.2 Recommendations for future research 
The lack of  correlation between the duration of stay in the host country and CC 
PsyCap may point to the fact that once expatriates have adjusted to the new host 
country or naturalised, CC PsyCap is less affected by this variable.   It may be useful 
to consider whether correlations exist between the stages of culture shock or the 
stages of adaptation of expatriates and levels of CC PsyCap.  A longitudinal study, 
measuring CC PsyCap before leaving on assignment, at various stages during the 
assignment and at re-entry / repatriation, may be useful in this regard. 
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Findings showed that the host country may influence expatriates’ levels of CC optimism 
and overall CC PsyCap amongst expatriates.  A comparative study examining the 
levels of CC PsyCap of expatriates in different host countries along with the reasons 
behind it, may further add to research on CC PsyCap.   
 
In addition, it may be valuable to conduct an exploratory study on the gender-based 
differences in CC optimism, CC resilience and overall CC PsyCap from the positive 
psychological perspective of considering what is working well (human strengths) and 
emphasising how to develop these aspects (Seligman, 1998).  
 
Differences in CC hope  and CC self-efficacy based on education imply that the more 
educated an individual, the higher the levels of these variables will be.  Further studies 
to confirm this relationship may have implications for recruitment and selection of 
expatriates or training and development of multi-cultural or cross-cultural teams.  
Further, the role of self-awareness in these relationships could also be explored 
further.    
 
Lastly, this study focused specifically on an expatriate sample, whilst previous studies 
targeted more general samples from a recruitment database and various 
organisational and educational settings (Dollwet & Reichard, 2014).  Therefore, a 
comparative study on the levels of CC PsyCap and CQ of expats versus those working 
in a multicultural environment (but have never been abroad) may also assist in 
deepening our understanding around these constructs. 
 
5.6 CONTRIBUTION OF THE STUDY AND CONCLUSION 
The primary aim of this study was to contribute to research around CC PsyCap, CQ 
and the relationships between these constructs.  Notwithstanding the limitations noted, 
this goal has been achieved through the findings of this study, including some thought-
provoking possibilities for future research.  In addition, each study undertaken presents 
an opportunity for learning and improvement for both the researcher and the reader of 
such a study.   
 
By learning more about these constructs amongst expatriates, as well as how 
experiences abroad affect these constructs, it is hoped to contribute to a better 
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understanding of how to enhance cross-cultural adaptation.   This, in turn, could bring 
about a reduction in the associated costs of expatriation, adjustment of expatriation 
policies (such as recruitment, selection, support and repatriation) and progress around 
the recruitment, selection and development of employees and leaders who are 
effective in cross- and multi-cultural work settings.   
 
Furthermore, although previous research has demonstrated that CQ is predictive of 
CC PsyCap, this study has shown that CC PsyCap may be predictive of CQ as well, 
at least within the present sample.   
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Appendix A 
 
Cross-cultural PsyCap Scale 
_________________________________________________________________________ 
Subscale 
_____________________________________________________________________ 
Cross-cultural hope Agency 
1. At the present time, I am energetically pursuing my goals 
related to working with individuals from different cultures than me. 
2. At this time, I am meeting most of the goals that I set for myself 
when interacting with individuals from different cultures. 
Pathways 
3. I can think of many ways to reach my goals when interacting 
with individuals from different cultures. 
4. There are lots of ways around any problem that I face when 
interacting with individuals from different cultures. 
Cross-cultural self-efficacy  1. I feel confident when interacting with individuals from different 
cultures. 
2. I believe I can succeed at almost anything I set my mind to when 
working across cultures. 
3. I feel confident in analysing Cross-cultural problems to find a 
solution. 
4. I feel confident in contributing to discussions about global 
issues when interacting with individuals from different cultures. 
5. I am confident that I can work effectively with individuals from 
many different cultures. 
6. I am confident that I can perform effectively on many different 
tasks when working with individuals from different cultures. 
7. I believe I can succeed at most any endeavour to which I set 
my mind even when working with individuals from different 
cultures. 
8. I am able to learn about new cultures very quickly. 
9. I feel confident analysing an unfamiliar culture to understand 
how I should behave. 
Cross-cultural optimism  1. When facing difficulties in Cross-cultural interactions, I usually 
expect the best. 
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2. I am optimistic about my future Cross-cultural interactions. 
3. I always look on the bright side of things regarding Cross-
cultural interactions. 
4. I approach interacting with individuals from different cultures as 
if ‘every cloud has a silver lining’. 
Cross-cultural resilience  1. Even when things are tough, I can perform quite well when 
working with individuals from different cultures. 
2. Even when things are tough, I can interact quite well with people 
from different cultures. 
3. When I interact with individuals from a different culture, I am 
able to successfully overcome many challenges. 
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Appendix B 
The 20-item, Four Factor Cultural Intelligence Scale (CQS) 
Instructions: Select the response that best describes your capabilities.  
Select the answer that BEST describes you AS YOU REALLY ARE (1=strongly disagree; 
7=strongly agree).  
CQ 
Factor  
Questionnaire Items  
CQ-Strategy / Metacognitive CQ:  
MC1  I am conscious of the cultural knowledge I use when interacting 
with people with different cultural backgrounds.  
MC2  I adjust my cultural knowledge as I interact with people from a 
culture that is unfamiliar to me.  
MC3  I am conscious of the cultural knowledge I apply to Cross-cultural 
interactions.  
MC4  I check the accuracy of my cultural knowledge as I interact with 
people from different cultures.  
CQ-Knowledge / Cognitive CQ:  
COG1  I know the legal and economic systems of other cultures.  
COG2  I know the rules (e.g., vocabulary, grammar) of other languages.  
COG3  I know the cultural values and religious beliefs of other cultures.  
COG4  I know the marriage systems of other cultures.  
COG5  I know the arts and crafts of other cultures.  
COG6  I know the rules for expressing non-verbal behaviours in other 
cultures.  
CQ-Motivation / Motivational CQ:  
MOT1  I enjoy interacting with people from different cultures.  
MOT2  I am confident that I can socialize with locals in a culture that is 
unfamiliar to me.  
MOT3  I am sure I can deal with the stresses of adjusting to a culture 
that is new to me.  
MOT4  I enjoy living in cultures that are unfamiliar to me.  
MOT5  I am confident that I can get accustomed to the shopping 
conditions in a different culture.  
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CQ-Behaviour:  
BEH1  I change my verbal behaviour (e.g., accent, tone) when a Cross-
cultural interaction requires it.  
BEH2  I use pause and silence differently to suit different Cross-cultural 
situations.  
BEH3  I vary the rate of my speaking when a Cross-cultural situation 
requires it.  
BEH4  I change my non-verbal behaviour when a Cross-cultural 
interaction requires it.  
BEH5  I alter my facial expressions when a Cross-cultural interaction 
requires it.  
© Cultural Intelligence Center, 2005. Used by permission of Cultural Intelligence 
Center.  
Note. Use of this scale granted to academic researchers for research purposes only.  
For information on using the scale for purposes other than academic research (e.g., 
consultants and non-academic organizations), please send an email to the Cultural 
Intelligence Center.  
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Appendix C 
 
2 March 2018 
Ms R. Reichard 
Claremont Graduate University 
E-mail:  becky.reichard@cgu.edu 
 
Dear Ms Reichard 
 
RE: Proposal to conduct research 
I am an Industrial and Organisational Psychology (IOP) Masters student at Nelson 
Mandela University in Port Elizabeth, South Africa.  In partial fulfilment of my degree, 
I am required to conduct a research treatise on a topic related to the IOP field.  The 
topic of my treatise is ‘The Relationship between Cultural Intelligence and Cross-
Cultural Psychological Capital amongst Expatriates’. 
 
I would like to ask for your permission to use the Cross-Cultural PsyCap measure 
developed by you and Ms Dollwet Waggoner (I refer to your 2014 article in The 
International Journal of Human Resource Management entitled 'Assessing cross-
cultural skill:  validation of a new measure of cross-cultural psychological capital').   
Please let me know whether this would be acceptable to you. 
Should you have any further questions about the research, please e-mail me at 
s197401070@nmmu.ac.za. 
 
Yours faithfully, 
Mia Lamont       Dr Chantel Harris 
Masters Student      Supervisor 
Department of Industrial and     Department of Industrial and 
Organisational Psychology     Organisational Psychology  
Nelson Mandela University     Nelson Mandela University 
South Campus      South Campus 
s197401070@mandela.ac.za      chantel.harris@mandela.ac.za 
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Appendix D 
 
 
From: Becky Reichard <Becky.Reichard@cgu.edu> 
Sent: Sunday, 04 March 2018 4:41 PM 
To: Lamont, Mia, (Mrs) (s197401070) 
Cc: Harris, Chantel (Dr) (Summerstrand Campus South Campus) 
Subject: Re: Permission to use Cross-cultural PsyCap Measure 
  
Hello,  
 
The measure is freely available, so we are happy for you to use it. Your research 
sounds very interesting and I'd love to hear about your results when possible. 
 
Becky Reichard 
 
On Mar 2, 2018 7:47 AM, "Lamont, Mia, (Mrs) (s197401070)" 
<s197401070@mandela.ac.za> wrote: 
 
Dear Ms Reichard 
  
Please find attached a formal request to use the Cross-cultural PsyCap measure 
developed by yourself and Ms Dollwet Waggoner. 
  
You are welcome to contact me if you have any queries. 
  
Sincere thanks. 
Mia Lamont 
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Appendix E 
28 February 2018 
XXXX  
E-mail: XXXX 
 
To whom it may concern 
RE: Proposal to conduct research 
 
I am an Industrial and Organisational Psychology (IOP) Masters student at Nelson 
Mandela University in Port Elizabeth, South Africa.  In partial fulfilment of my degree, 
I am required to conduct a research treatise on a topic related to the IOP field.  The 
topic of my treatise is ‘The Relationship between Cultural Intelligence and Cross-
Cultural Psychological Capital amongst Expatriates’. 
 
In the past, there has been a focus on predicting expatriate assignment success based 
on potential cross-cultural competence (which includes knowledge, skills and 
personality traits) and to a lesser extent on their situational readiness (whether it is 
appropriate for that individual to relocate at that particular point in time in his/her life).  
Training has also centred largely around language and knowledge of the culture.  
However, this may not be enough to ensure a smooth transition to the new culture or, 
ultimately, assignment success.    
 
There has been some research on strategies aimed at developing generalisable 
psychological resources, such as the ability to manage stress, foster relationships and 
adapt to new and challenging situations.  The purpose of my research is therefore to 
study two such developable constructs.  The first is the relatively new construct of 
Cross-cultural PsyCap (CC PsyCap), which includes cross-cultural self-efficacy, 
cross-cultural hope, cross-cultural optimism and cross-cultural resilience.  The second 
is the more well-known construct of  Cultural Intelligence (CQ), which  is crucial in 
effectively meeting the demands of global leadership as it affords leaders a ‘repertoire’ 
to draw from when dealing with different cultural situations.  
 
Previous studies have shown CQ to be linked to positive expatriate outcomes, such 
as successful cross-cultural adjustment (general, work and interaction), improved 
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performance and job satisfaction during foreign assignments.  It has further been 
linked to improved psychological and sociocultural adjustment in foreign settings. 
 
CC PsyCap, on the other hand, has evolved from the construct of workplace 
Psychological Capital (PsyCap), which has been shown to contribute (amongst others) 
to improved job performance,  job satisfaction, work engagement, organisational 
commitment, better physical well-being, reduced stress and turnover intentions.  It is 
expected that CC PsyCap will have similar benefits in a cross-cultural setting and that, 
collectively, these resources will assist individuals to successfully engage in cross-
cultural interactions, manage the related complexities, ambiguity and challenges of 
these interactions and ensure expatriate assignment success.   
By studying these constructs amongst expatriates and seeing how the constructs 
relate to one another, valuable knowledge can be gained in terms of developing these 
resources in employees, with benefits for both individuals and organisations.  Benefits 
of participating in the study include identifying the current levels of CQ and CC PsyCap 
amongst the expatriate population and expanding on existing research.  This 
information may prove valuable in terms of designing strategies to enhance cross-
cultural adaptation as well as to develop employees who are effective in cross- and 
multi-cultural work settings.  Furthermore, the study could assist organisations and 
Human Resource practitioners to develop a better understanding of how experiences 
abroad influence workers. 
 
The research would consist of a survey, which is accessible through an electronic link.  
According to your website, you have approximately 2.7 million expatriate members.  It 
would be invaluable to my study if you would consider sharing the survey with your 
database of members in whichever way you deem possible.  The questionnaire will 
take approximately 10 minutes to complete at a time convenient to the expatriate, by 
a specified date.  Responses are anonymous and participation is voluntary.  
 
Should you agree to participate, a report sharing the findings will be made available to 
your organisation.  Furthermore, the name of your organisation remains confidential.  
The results are for research purposes only. 
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Should you be open to participating or have any further questions about the research, 
please contact me on +27 (0)72 244 7114 or e-mail me at 
s197401070@mandela.ac.za. 
 
Yours faithfully, 
Mia Lamont       Dr Chantel Harris 
Masters Student      Supervisor 
Department of Industrial and     Department of Industrial and 
Organisational Psychology     Organisational Psychology  
Nelson Mandela University     Nelson Mandela University 
South Campus      South Campus 
s197401070@mandela.ac.za   chantel.harris@mandela.ac.za 
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Appendix F 
From: www-data <www-data@staff.XXXX.org> on behalf of XXXX Support 
<support@XXXX> 
Sent: Thursday, 15 March 2018 6:35 PM 
To: Lamont, Mia, (Mrs) (s197401070) 
Subject: Re: [Ticket#2018031310001702] EXPATRIATE SURVEY 
 
 
Dear Mia, 
  
Thank you for getting in touch with us. 
 
XXX is a community of trust among expats, and our Privacy Policy reflects 
this: www.XXX/privacy-policy/ 
 
With this being said, we cannot disclose information concerning our members with 
any third parties or contact them on your behalf. 
  
If you wish, you could join our platform and post a Forum thread. Our members will 
then contact you if they wish. 
 
If you have any further questions, please get back to me. 
 
Kind regards, 
XXX 
XXX Support Team 
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Appendix G 
 
Dear Friends 
 
If you are an EXPATRIATE or are acquainted with anyone who is an EXPATRIATE, 
please complete and share this short anonymous survey for my Masters research.   
 
The survey will help us better understand how expatriates’ time abroad equip them 
to ensure successful outcomes and adjustment in new countries. 
 
To be clear,  an EXPATRIATE in this context is someone who is currently living / 
working outside their home country OR outside the country they were previously 
residing in for AT LEAST ONE YEAR and AT MOST FIVE YEARS. 
 
The survey will take less than 10 minutes to complete: 
 
https://www.surveymonkey.com/r/GNZS22R 
 
Sincere thanks. 
Mia Lamont 
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Appendix H:  Adjusted CC PsyCap Factor Structure and Regression Weights 
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Regression Weights: (Group number 1 - Default model) 
       
      Estimate S.E. C.R. P 
Hope <--- PsyCap 1,000     
SelfEfficacy <--- PsyCap 2,359 1,014 2,326 ,020 
Optimism <--- PsyCap 3,355 1,408 2,382 ,017 
Resilience <--- PsyCap 3,029 1,243 2,438 ,015 
Q3 <--- Hope ,910 ,213 4,275 *** 
Q2 <--- Hope 1,788 ,498 3,589 *** 
Q1 <--- Hope 1,000     
Q5 <--- SelfEfficacy 1,000     
Q6 <--- SelfEfficacy 1,171 ,216 5,414 *** 
Q7 <--- SelfEfficacy 1,203 ,226 5,321 *** 
Q8 <--- SelfEfficacy ,804 ,181 4,434 *** 
Q9 <--- SelfEfficacy ,786 ,157 5,007 *** 
Q10 <--- SelfEfficacy ,838 ,161 5,200 *** 
Q11 <--- SelfEfficacy 1,046 ,189 5,544 *** 
Q12 <--- SelfEfficacy ,843 ,182 4,625 *** 
Q13 <--- SelfEfficacy ,913 ,184 4,970 *** 
Q14 <--- Optimism 1,000     
Q15 <--- Optimism ,710 ,095 7,451 *** 
Q16 <--- Optimism ,875 ,115 7,613 *** 
Q17 <--- Optimism ,913 ,143 6,406 *** 
Q18 <--- Resilience 1,000     
Q19 <--- Resilience ,987 ,117 8,456 *** 
Q20 <--- Resilience ,726 ,105 6,942 *** 
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Standardized Regression Weights: (Group number 1 - Default 
model)   
       
      Estimate    
Hope <--- PsyCap ,351    
SelfEfficacy <--- PsyCap ,893    
Optimism <--- PsyCap ,836    
Resilience <--- PsyCap ,949    
Q3 <--- Hope ,523    
Q2 <--- Hope 1,022    
Q1 <--- Hope ,493    
Q5 <--- SelfEfficacy ,595    
Q6 <--- SelfEfficacy ,688    
Q7 <--- SelfEfficacy ,668    
Q8 <--- SelfEfficacy ,525    
Q9 <--- SelfEfficacy ,622    
Q10 <--- SelfEfficacy ,650    
Q11 <--- SelfEfficacy ,709    
Q12 <--- SelfEfficacy ,555    
Q13 <--- SelfEfficacy ,609    
Q14 <--- Optimism ,731    
Q15 <--- Optimism ,791    
Q16 <--- Optimism ,810    
Q17 <--- Optimism ,677    
Q18 <--- Resilience ,823    
Q19 <--- Resilience ,789    
Q20 <--- Resilience ,670    
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Appendix I:  Adjusted CQ Factor Structure and Regression Weights 
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Regression Weights: (Group number 1 - Default model)    
       
      Estimate S.E. C.R. P 
Metacognitive <--- CulturalIntelligence 1,000     
Cognitive <--- CulturalIntelligence 1,010 ,336 3,004 ,003 
Motivational <--- CulturalIntelligence 1,216 ,391 3,108 ,002 
Behavioural <--- CulturalIntelligence ,454 ,214 2,121 ,034 
Q21 <--- Metacognitive 1,000     
Q22 <--- Metacognitive ,770 ,169 4,543 *** 
Q23 <--- Metacognitive ,964 ,181 5,325 *** 
Q24 <--- Metacognitive ,603 ,188 3,207 ,001 
Q25 <--- Cognitive 1,000     
Q26 <--- Cognitive 1,316 ,266 4,957 *** 
Q27 <--- Cognitive 1,085 ,180 6,043 *** 
Q28 <--- Cognitive 1,268 ,215 5,908 *** 
Q29 <--- Cognitive 1,314 ,222 5,919 *** 
Q30 <--- Cognitive 1,164 ,207 5,633 *** 
Q31 <--- Motivational 1,000     
Q32 <--- Motivational 1,216 ,184 6,617 *** 
Q33 <--- Motivational 1,288 ,191 6,760 *** 
Q34 <--- Motivational 1,411 ,229 6,165 *** 
Q35 <--- Motivational ,750 ,154 4,876 *** 
Q36 <--- Behavioural 1,000     
Q37 <--- Behavioural 1,422 ,322 4,411 *** 
Q38 <--- Behavioural 1,029 ,284 3,624 *** 
Q39 <--- Behavioural 2,055 ,521 3,941 *** 
Q40 <--- Behavioural 2,154 ,549 3,922 *** 
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Standardized Regression Weights: (Group number 1 - Default model)   
       
      Estimate    
Metacognitive <--- CulturalIntelligence ,725    
Cognitive <--- CulturalIntelligence ,542    
Motivational <--- CulturalIntelligence ,783    
Behavioural <--- CulturalIntelligence ,357    
Q21 <--- Metacognitive ,686    
Q22 <--- Metacognitive ,564    
Q23 <--- Metacognitive ,753    
Q24 <--- Metacognitive ,378    
Q25 <--- Cognitive ,596    
Q26 <--- Cognitive ,605    
Q27 <--- Cognitive ,810    
Q28 <--- Cognitive ,780    
Q29 <--- Cognitive ,782    
Q30 <--- Cognitive ,724    
Q31 <--- Motivational ,639    
Q32 <--- Motivational ,821    
Q33 <--- Motivational ,851    
Q34 <--- Motivational ,743    
Q35 <--- Motivational ,557    
Q36 <--- Behavioural ,413    
Q37 <--- Behavioural ,600    
Q38 <--- Behavioural ,628    
Q39 <--- Behavioural ,850    
Q40 <--- Behavioural ,815    
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Appendix J 
Table J1:  Spearman’s Rho correlations for constructs and duration of stay in 
current country, number of locations worked or lived in and duration of stay in 
locations (N = 102).   
Variables.   1 2 3  4 5 6 7 8  9 10 11 12 13 
1.  SE    1 
2.  H .35** 1 
3.  O .60** .40** 1 
4.  R .69** .37** .66** 1 
5.  MET .50** .17 .24* .33** 1 
6.  COG .32** .14 .15 .12 .32** 1 
7.  MOT .39** .39** .42** .53** .49** .32** 1 
8.  BEH .28* .15 .09 .15 .22* .29** .46** 1 
9.  PCAP .77** .68** .84** .81** .37** .23* .59** .18 1 
10. CQ .63** .30* .34** .39** .61** .71** .76** .68** .50** 1 
11.LENC .11 -.006 .06 .17 .07 .12 -.05 -.01 .08 .01 1 
12. NO. .08 -.08 .03 .004 .17 .13 .23* .02 .000 .18 -.13 1 
13. LEL .15 .14 .14 .12 -.006 -.08 .006 -.12 .21* -.07 .15 .27** 1  
 
Note. * Correlation is significant at the .05 level (2-tailed). ** Correlation is significant at the .01 level (2-
tailed). 
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Appendix K 
 
27 November 2018 
 
TO WHOM IT MAY CONCERN 
 
This serves to certify that I have proofread and edited Mia Lamont’s final Master’s 
treatise document: 
 
The relationship between Cultural Intelligence and Psychological Capital amongst 
expatriates. 
 
LOUISE ROBERTS 
NORTHAM EDITING SERVICES 
O73 030 5633 
 
 
 
 
 
 
 
